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Although most research in behavioral ethics has drawn heavily upon cognition, as
exemplified by Kohlberg’s seminal work on moral development, recent research has
focused on the self-regulatory aspect of moral identity and its relevance to ethical and
moral behavior in organizations. Individual moral identity is a potentially important
component of one’s self concept and has been shown empirically to have distinct
associations with behavioral outcomes related to ethics in organizational settings. In
particular, the importance or salience of moral identity to one’s overall sense of identity
is thought to be a significant predictor of ethical or unethical behavior. Although less
attention has been directed toward the organization member’s perception of the moral
identities of the organizations in which they work, this dissertation argues that
organizations indeed have moral identities, and that the organization member’s
perception of organizational moral identity is likely to have an impact on his or her
productive and counterproductive organizational behaviors.

The focus of this study is two fold. First, a theoretical framework was developed
integrating the congruence of an individual’s and organizations moral identity with
various behavioral outcomes. From this framework theoretically justified hypotheses
linking moral identity congruence with specific behaviors were established. Secondly,
empirical tests were conducted examining the hypothesized impact of different forms of
moral identity congruence (incongruence) on organizational citizenship behaviors and
specific types of deviant behaviors.
Results are supportive that moral identity congruence does impact behavioral
outcomes, most congruence was shown to positively associate with organizationally
benefiting specifically organizationally benefiting misbehaviors. A weak-weak moral
identity misbehaviors in both studies.
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CHAPTER I
INTRODUCTION

Scholars in organizational behavior have long been interested in the determinants
of employees’ task-related performance. In recent years, however, researchers have
broadened the study of job performance to include not only task performance, but also
both positive (organizational citizenship behaviors) and negative (counterproductive
work behavior) extra-role performance (e.g. Rotundo & Sackett, 2002). Organizational
citizenship behaviors (OCBs) are generally understood as behaviors directed at positive
outcomes for the organization or individuals within the organization (Organ, 1988).
Alternatively, counterproductive behaviors are acts which can be damaging to the
organization, violate organization rules and customs, or both (e.g. Robinson & Bennett,
1995).
In general, organizations desire to encourage positive individual behaviors
directed at the organization and discourage counterproductive behaviors. Scholarly
research, therefore, has focused to a great extent on the antecedents of OCBs and
counterproductive behaviors. Studies have usually attempted to identify either
individual-level variables or organizational-level factors that influence positive or
negative extra-role behaviors. However, little scholarly study has examined the potential
interactional effects of individual and organizational level factors on extra-role behaviors.
1

This dissertation seeks to add to the literature by exploring how the perceived fit, or
congruence, between the individual’s moral identity and that of the organizations to
which he or she belongs will impact positive and negative extra-role behaviors.
Moral identity has been examined empirically at the individual level and shown to
have distinct relationships with various behavioral outcomes such as volunteerism and
donating funds to worthy causes (Aquino & Reed, 2002). However, organization
members’ perceptions of the moral identities of the organizations in which they work has
yet to be investigated. Researchers have investigated the effects of the organizational
context on employees’ ethical behaviors (Trevino, 1990; Trevino, Butterfield, &
McCabe, 1998; Victor & Cullen, 1987). The organizational context can also influence
and encourage unethical or counterproductive behaviors though socialization,
organizational norms, routines and accepted business practices (Ashforth & Arnand,
2003).

Research Objectives
This dissertation focuses on a unique aspect of voluntary employee behaviors, as
they are predicated by the interaction of individual and perceived organizational moral
identities. Based upon the perceived congruence or incongruence between individual and
organizational moral identities, varying behavioral outcomes are hypothesized. To
address the main objectives of this dissertation, two research questions are posed:
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1) Does moral identity congruence (incongruence) between an individual and an
organization lead to favorable (unfavorable) attitudinal and behavioral
outcomes within the organization?
2) Does the interactive effect of individual and organizational moral identity lead
to different behavioral outcomes based on the type of
congruence/incongruence of moral identity?

Contributions
This dissertation attempts to conceptually and empirically link moral identity
congruence (incongruence) to specific behavioral outcomes within the organizational
setting, depending on the nature of interaction between individual and organizational
moral identities. In and of itself, the research has the potential to advance scholars’
understanding of (1) how individual identity and organizational identity interact to
predict important outcomes, and (2) how congruence or incongruence between the
individual and the organization will impact behavioral outcomes. Further, this
dissertation extends the theoretical domain of moral identity by introducing a new
construct, “organizational moral identity” and assessing it empirically.

Moral Identity
Identity concerns the question “Who am I?” Recent scholarly work has focused
on the moral aspects of one’s identity (Aquino & Reed, 2002). As noted by Trevino,
Weaver, and Reynolds (2006), when morality is central to a person’s self-understanding
the answer to a question of “Why be moral?” is “That is who I am.” Moral identity can
3

be conceptualized as the degree to which an individual identifies him or herself as a
moral being. Moral identity is a driving force for moral behavior, as it serves as the
convergence of moral ideals with an individual’s personal identity (Colby & Damon,
1993). Individuals make efforts to sustain self identities that they deem significant.
Therefore, to uphold relevant identities, they must engage in behaviors that are consistent
with self-defining attributes. Thus, one whose moral identity is salient will conduct
oneself in a manner consistent with the traits he or she claims as self defining. Simply,
the importance to a person of his or her moral traits will guide subsequent moral action.
At the organizational level, a moral identity answers the question of “Who are we
morally?” Hatch and Schultz (2002) suggest that organizational identity forms from
culture and image and Aquino and Reed (2002) identify two-facets of moral identity
(internalization and symbolization). This dissertation proposes that organizational moral
identity (OMI) incorporates the internalized aspects of the organization (e.g. culture,
climate) and the projected symbolic features (i.e. image) to embody an identity of a moral
nature. Although organizational moral identity is a collective, or group-level
phenomenon, it is likely that the individual’s perception of the organization’s moral
identity impacts their assessment of identity congruence and subsequent behaviors.
Following previous work (Aquino & Reed, 2002), moral identity (both individual
and organizational) should have a theoretical linkage to voluntary behaviors in
organizations (both positive and negative). The decision to engage in such behaviors
inherently contains a moral component, as the outcomes either benefit or adversely affect
the interests of others. Individuals should behave in a manner consistent with the traits
comprising a self-definition. Further, an organization plays a critical role in the
4

behaviors of the individual employee. As organizations seek to define themselves around
a specific set of traits, individuals should be encouraged to behave in a manner consistent
with those set forth by the organization.

Moral Identity Congruence
As theorized and investigated empirically (Aquino & Reed, 2002), individuals
define themselves in reference to moral traits. New to the literature and proposed in this
dissertation, is that organizations are defined by individuals in terms of their moral
identities. Further, as identity is developed at both the personal and social levels, the
perceived moral identity of the organization can serve as a defining feature of an
individual’s self-concept. Ashforth and Mael (1996: 44) contend that “by extending the
concept of the self to include the organization, the concept of self-interest also comes to
include the organization.”
As one perceives congruence between defining attributes of the self and the
organization, an individual’s identification with the organization is understood to occur.
Identification has been shown in the organizational literature to relate to distinct
favorable organizational outcomes, most notably organizational citizenship behaviors
(Haslam et al., 2003). Following Dutton and colleagues (1994), when moral identities
overlap, in the sense that individuals perceive little or no cognitive distance between the
organization’s moral identity and their own individual moral identities, identification as
moral identity congruence exists.
Alternatively, in situations where there is incongruence between the individual’s
identity and that of the organization, the resulting outcome is disidentification manifested
5

as moral identity incongruence. Elsbach and Bhattacharya (2001: 397) define
organizational disidentification as “a self-perception based on (1) a cognitive separation
between one’s identity and one’s perception of the identity of the organization, and (2) a
negative relational categorization of oneself and the organization.” Disidentification may
involve (on the individual level) a rejection of the organization’s mission, culture, or core
attributes, sometimes to the extent that an individual actively separates his or her selfconcept and reputation from that of the specific organization (Kreiner & Ashforth, 2004).
For example, Elsbach and Bhattacharya (2001) found that organization disidentification
led individuals to actively oppose and publicly criticize the National Rifle Association.
When investigating a particular type of fit between two entities (i.e. individual
and organization), it is imperative to discuss the functional form of congruence.
Congruence in its purest form entails a matching of the person and the organization based
on some form of measure, in this case, the perceived moral identity of each entity. More
specifically, congruence would exist when both the individual’s and organizational moral
identities were strong, or when both were weak. There is no reason to anticipate that the
level of behavioral outcomes would be the same when both individual and organizational
moral identities are high compared to when they are both low. Congruence based on
stronger moral identity should impact behaviors consistent with the identity. Conversely,
congruence based on moral identity deficit should illicit different outcomes. Both
situations are investigated further in the dissertation, and are represented below
graphically in Figures 1.1 and 1.2.
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Strong
Individual
Moral Identity
Strong
Organizational
Moral Identity

Strong-Strong
Moral Identity
Congruence

Organizational
Citizenship
Behaviors

Figure 1.1 Proposed Model of Strong-Strong Moral Identity Congruence

Weak
Individual
Moral Identity
Weak
Organizational
Moral Identity

Weak-Weak
Moral Identity
Congruence

Organizationally
Benefiting
Misbehavior

Figure 1.2 Proposed Model of Weak-Weak Moral Identity Congruence

Similarly, when individuals perceive incongruence with their organizations, it
may exist due to the individual level of moral identity being strong relative to the
organization or vice versa. The nature of the incongruence should affect the outcomes,
such that different behaviors are related to each of the two forms of moral identity
incongruence, as depicted in Figures 1.3 and 1.4.
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Strong
Individual
Moral Identity

Moral Identity
Incongruence

Weak
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Constructive
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Deviant Behaviors

Figure 1.3 Proposed Model of Moral Identity Incongruence with Strong Individual
Moral Identity

Weak
Individual
Moral Identity

Moral Identity
Incongruence

Strong
Organizational
Moral Identity

Destructive
Organizational
Deviant Behaviors

Figure 1.4 Proposed Model of Moral Identity Incongruence with Strong Organizational
Moral Identity

Definition of Key Terms
To facilitate the development of the theoretical arguments presented in this study,
terms and definitions are provided. There are three identity-related constructs of interest
in the dissertation: individual moral identity, organizational moral identity, and moral
identity congruence. The first two depict the degree of importance of morality in identity
definition at the individual’s and the perceived organizational level of moral identity.
The third relates to the fit or lack of fit between the individual and the organization.
Alternatively, disidentification based on perceived incongruence is explained. Finally,
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investigated in this dissertation are specific behavioral outcomes associated directly to the
perceived level of moral identity congruence/incongruence.

Individual Moral Identity
Moral identity refers to a personal schema of traits upon which one bases self
definition (Aquino & Reed, 2002). Aquino and Reed (2002), through multiple studies,
demarcated the construct of moral identity along two dimensions, internalization and
symbolization. Internalization reflects the degree to which a set of moral traits is central
to the self-concept, whereas symbolization reflects the degree to which these traits are
expressed publicly through an individual’s actions.

Perceived Organizational Moral Identity
The concept of perceived organizational moral identity is introduced in this
dissertation. Organizational identity has been characterized by what is central, enduring
and distinctive about an organization (Albert & Whetten, 1985). Organizational Moral
Identity (OMI) is a specific type of organizational identity with a definitive identity claim
established around moral traits. Moral Identity (at the individual level) is theorized as
comprising two facets, internalization and symbolization. Similarly, Hatch and Schultz
(1997, 2000) declared the development of an organization’s identity requires the
incorporation of both the culture and image of the organization.

9

Identification as Moral Identity Congruence
Moral identity congruence represents a specific form of identification based on
the congruence of the individual’s moral identity and the perceived level of moral
identity of the organization. When comparing levels of moral identity of an individual
and organization, the two types of congruence and two types of incongruence are
investigated here, with strong-strong moral identity congruence representing the ideal
situation. The other three potential outcomes involves two different types of
disidentification based on incongruence, and one final situation where moral identity is
not a key defining element to either the individual or the organization.

Disidentification as Moral Identity Incongruence
Organizational disidentification, as defined by Elsbach and Bhattacharya (2001:
397), is “a self-perception based on (1) a cognitive separation between one’s identity and
one’s perception of the identity of the organization, and (2) a negative relational
categorization of oneself and the organization.”

Organizational Citizenship Behaviors
Organizational citizenship behaviors are extra-role or pro-social behaviors
performed outside the normal scope of job responsibilities or duties (Morrison, 1994) and
have been defined as “individual contributions in the workplace that go beyond role
requirements and contractually rewarded job achievements” (Organ & Ryan, 1995: 775).
Examples of such behaviors are defending the organization when others criticize it and
attending functions that are not required.
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Constructive Organizational Deviant Behaviors
Constructive deviance constitutes those actions that violate organizational norms,
but that are socially or organizationally beneficial. Galperin (2002) has categorized
constructive deviant behaviors into three categories: innovative organizational
constructive deviance, challenging organizational constructive deviance, and
interpersonal constructive deviance. For the purposes of the dissertation, only those
behaviors that violate organizational norms and target the organization (challenging
organizational constructive deviance) are investigated. Examples of such behaviors are
failing to comply with dysfunctional policies and bending rules to satisfy customers’
needs.

Destructive Organizational Deviant Behaviors
Destructive deviant behaviors, as described by Robinson and Bennett (1995: 556),
are behaviors that violate significant organizational norms and threaten the well being of
the organization, its members, or both. Further, as articulated by Robinson and Bennett
(1995) destructive deviant behaviors range in terms of severity from minor to major
forms. Examples of such behaviors are taking excessive breaks, and organizational theft.

Organizationally Benefiting Misbehavior
Organizational misbehaviors that are primarily intended to benefit the
organization as an entity are classified as Organizational Misbehavior (OMB) Type O.
These behaviors are usually aimed at external targets, such as other organizations,
customers, or any other social institutions and agencies (Vardi & Weitz, 2004). For the
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purposes of the dissertation, actions are considered organizationally benefiting
misbehaviors where they are intended to protect or benefit the organization and break
some social norm of behavior. Examples of such behaviors can include falsifying reports
or other documents to enhance the probability of obtaining a contract for the organization
or deceiving a customer to make a sale for the company.

Overview of Research Model
The research model investigated in this dissertation is a 2x2 depiction of
proposed behavioral outcomes of the four possible types of moral identity
congruence/incongruence. Warren (2003) developed a theoretical typology of employee
behaviors based on two levels of norms: reference group norms and hypernorms.
Reference group norms refer to the accepted or standard behavior of a particular
reference group, per se the organization; whereas hypernorms reflect the overarching
ideals and convictions of society. Her propositions were not empirically tested in her
work, but provide substance and a theoretical basis for the hypotheses proposed in this
dissertation. Integrating some of the theoretical basis from Warren’s (2003) model
combined with the literature and hypotheses previously discussed on interaction of levels
of both individual and organizational moral identities, proposed is a typology of
behavioral outcomes associated with congruence (incongruence) of moral identity shown
below in Figure 1.5. As one perceives moral characteristics to be defining for ones self,
the organization, or both, a strong moral identity exists. Alternatively, when such
characteristics are not perceived as defining the respective target’s identity, a moral
identity deficit (weak moral identity) exists.
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Weak Moral Identity Strong Moral Identity

Organization

Individual
Strong Moral Identity

Weak Moral Identity

Organizational
Citizenship
Behaviors

Destructive
Organizational
Deviance

Constructive
Organizational
Deviance

Organizationally
Benefiting
Misbehavior

Figure 1.5 Proposed Model of Moral Identity Congruence/Incongruence and Associated
Behavioral Outcomes

Outline of Subsequent Chapters
This dissertation is organized into five chapters. The first chapter introduces the
theoretical framework and variables comprising the dissertation and provides the
rationale for the current study. Chapter II consists of two principal components. First is
a review of the literature pertinent to the variables included in the theoretical framework
relating specifically to identity: individual moral identity, organizational moral identity,
and moral identity congruence. Also included in this chapter is a discussion of both
positive and negative behavioral outcomes as they relate to varying levels of identity
and/or identity congruence. In the second section of Chapter II, six specific research
hypotheses are developed.
Chapter III includes definitions and operationalizations of the research variables,
the sampling plan, and statistical methodologies employed in the study. Chapter IV
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comprises the results of data analysis of hypothesis testing. Scale reliability is discussed
as well as an examination of the results of each research hypothesis. Chapter V presents
implications for researchers and practitioners, limitations of the current research,
recommendations for future research, and finally concluding comments are conveyed.
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CHAPTER II
LITERATURE REVIEW

In any social setting, people have perceptions of belongingness or. Notions of
congruence between individuals and their respective organizations have been investigated
along multiple constructs including goals (Vancouver & Schmitt, 1991), personality
(Bretz & Judge, 1994), values (Chatman, 1991) and identity (Dutton et al., 1994). In this
dissertation, the research focus is a specific type of congruence based on moral identity.
Borrowing from Dutton and colleagues’ (1994) definition of organizational identification,
moral identity congruence occurs within the context of an individual’s identification with
his or her organization and is based on the match between the individual’s moral identity
and the perceived moral identity of the organization. The greater the match between the
degree which individuals define themselves morally and their perception of the
organization’s moral identity, the stronger their identification with the organization
(moral identity congruence), and the likelihood for favorable organization outcomes.
This rationale is adapted from the composite model of organizational
identification proposed by Foreman and Whetten (2002), whereby individuals undergo a
process of identity comparison between themselves and the organization. Individuals
who perceive less discrepancy between the two identify more strongly and tend to exhibit
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attitudes and/or behaviors that benefit the organization. A representation of Foreman and
Whetten’s (2002) model can be seen below in Figure 2.1.

Organizational
Identity
Perceptions

Identity
Comparison
(Congruence =
Identification)

Positive
Organizational
Outcomes

Individual
Identity

Figure 2.1 Foreman and Whetten’s (2002) Composite Model of Organizational
Identification

Going forward, to build the foundation for moral identity congruence, the
literature on identity of individuals, organizations, and the interaction of the two
(identification) will be explored in detail, followed by a discussion of moral identities
(individual and organizational). Finally, relevant behavioral outcomes are explored in
detail as they relate to the different potential interactions of the moral identities of
individuals and organizations. The second section of this chapter assimilates the
aforementioned literature streams into the hypotheses of study.

Identity
The notion of identity has shaped the behavior of individuals throughout the
course of time. Identity has been proclaimed as “arguably more fundamental to the
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conception of humanity than any other notion” (Gioia, 1998: 17). Individual behavior is
regulated by a sense of who one perceives oneself to be and the memberships in various
groups one perceives important. One specific type of identity, moral identity, is
investigated here. It is also proposed that moral identity can be perceived by individuals
in reference to organizations, in that an individual can perceive an organization to
embody the identity derived from moral traits. This chapter includes literature reviews of
the major topics associated with the dissertation.
Scholars have differentiated the multiple levels of the self-concept as it is
constructed through personal attributes and interactions with others on a social level
(Brewer, 1991; Brewer & Gardner 1996; Tajfel & Turner, 1979). The literature review
will discuss identity on the different levels at which it has been investigated. Further, as
individuals have distinct self-concepts, organizations may do this as well. Thus the
identity of organizations is explored in detail. Finally a discussion on identity
congruence between individuals and organizations is presented.
Identity (at both the individual and organization level) and identification may
impact specific behavioral outcomes within the organization. Subsequently, employee
performance, specifically voluntary behaviors, encompassing both positive and negative
organizational outcomes, are reviewed. Finally, the relationships among individual moral
identity, perceived organizational moral identity, moral identity congruence, and the key
behavioral outcomes are developed and formally hypothesized.
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Personal Identity
As defined by The American Heritage Dictionary (n.d.), identity is “the set of
behavioral or personal characteristics by which an individual is recognizable.” Rorty and
Wong (1993: 19) characterized personal identity around a “configuration of central
traits.” Central traits influence social categorization and the way individuals act, react
and interact. Traits are considered central to ones identity when they: (1) influence
beliefs, habits, desires, attitudes or behavior, (2) remain consistent across different social
situations and relationships, (3) become difficult to change, (4) affect the way a person is
categorized and/or subsequently treated by others, (5) are salient in situations in which
considerable amounts of stress and conflict are present, (6) subdue other conflicting
attributes, and (7) lead one to believe that he or she has fundamentally changed if such
traits are either lost of significantly altered (Rorty & Wong, 1993).
Early contributors to the term’s explanation include James (1918), Mead (1934),
and Erickson (1964), among others. James (1918) depicted four components of an
individual’s self: the material self, the social self, the spiritual self, and the pure ego.
These “selves” were in response to the number of work, religious, and social pressures
individuals endure in their daily lives. James believed individuals have multiple social
selves, and each changes according to context and relative importance of the social
audience.
Mead (1934) asserted that people understand their individualized “self” through
social experience, which involves multiple processes of social interactions, personal
introspection, and preparation of conversations with others. It is through
communications and interactions with others that the self and individual identity emerges.
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As one is able to distinguish him or her self from the “generalized other” of the relevant
social faction, an individual can realize his or her “unity of self” (Mead, 1934: 154).
Erickson (1964) observed that identity not only constitutes a way of
distinguishing one’s self from others, but it also simultaneously allows one to see him or
herself as similar to a class of individuals with whom the individual most closely
associates. Individuals must maintain an ongoing balancing act of similarities and
differences to preserve a consistent desired identity. Erickson (1964) expressed that an
identity is central to one’s being and entails actions that are true to one’s self.
Individuals require association with other social or organized groups in order to
fulfill needs for social relations. This is represented by membership in political, work,
religious, class, or other interactions that provide a means for identification with others
and personal identity. This need for identification with others is a topic of interest in
social identity theory and is discussed later.
Scholars have become increasingly attentive to the notion that one’s identity
embodies more than just a compilation of individualized attributes. Brewer and Gardner
(1996) noted that identity research has shifted from an exclusive concentration on the
personal self towards the inclusion and contribution of the social. Recent perspectives
on the self-concept acknowledge the influence of social structures in defining oneself in
relation to others. According to social identity theorists (Tajfel, 1972; Turner & Tajfel,
1979; Turner, 1985), an individual’s identity exists along a continuum ranging from
personal identity to social identity.
Brewer and Gardner (1996) further explored the distinction between the levels of
the personal self and the social self. The authors insisted that one’s identity is comprised
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of three distinct self-representations: the individual self, the relational self, and the
collective self. The self-concept is realized through three primary means: the individual’s
unique traits, dyadic relationships, and group memberships (Brewer & Gardner, 1996).
The individual self represents characteristics that are individuated or interpersonal
deriving an identity distinct from others. Both the relational self and collective self are
varieties of the social self. Intimate relationships and social categorization construct the
social self. Both personal and social characteristics comprise one’s identity and may
coexist within the individual

Organizational Identity
As noted, individuals also form a sense of who they are from their social settings,
including the organization to which they belong. “Organizations are internally structured
groups, which are located in complex networks of intergroup relations that are
characterized by power, status, and prestige differentials” (Hogg & Terry, 2001: 1).
Organizational identities influence individual identities (Ashforth & Mael, 1996; Mael &
Ashforth, 1995). According to the authors, “many individuals develop a sense of who
they are, what their goals and attitudes are, and what they ought to do, from their group
memberships” (Mael & Ashforth, 1995: 311).
Organizational identity is a self-referential construct involving communicating the
organization to itself “who are we?” Before further exploring the concept of
organizational identity, it is worth distinguishing it from distinct but related constructs.
Whereas an organization’s culture reflects a distinct value set from which behaviors are
derived, organizational identity is similar but has greater breadth (Corley et al., 2006).
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Organizational culture may have some enduring and distinctive components; cultural
elements are operating only as a part of the organization’s identity (Whetten, 2006).
An organization’s climate is widely defined as a “shared perception of the way
things are done around here” (Reichers & Schneider, 1990:22). An organizational
climate is usually centered on the “proximal work environment” (James & Sells, 1981),
as opposed to a self-referential definition of the organization as an entity. As an
organizational climate refers to perceptions about specific organizational attributes, it is
likely that these attributes do not fully encapsulate what is central, enduring, and
distinctive about the organization, nor are these attributes of organizational climate likely
to compose a definitive collection of identity attributes (Corley et al., 2006: 89).
Albert and Whetten’s (1985) seminal piece suggests that organizational identity
provides answers to the questions of “Who are we?”, “What kind of business are we in?”,
and “What do we want to be?” (p. 265). Specific to the question of “who are we?,” an
organization’s identity delineates the mission, core beliefs and value structure of the
organization, acting as a foundation for strategic planning (Abell, 1980). Organizational
identity is generally understood in organizational studies as a relational construct formed
through a communicated understanding defining the organization (e.g. Albert & Whetten,
1985). Organizational identity is a socially constructed phenomena and “exists to the
extent that people believe it does” (Ashforth & Mael, 1996). Organizational identity
emphasizes what “lies internal to the organization and is rooted in organizational
members’ perceptions and understandings” (Hatch & Schultz, 2000: 16), and helps to
shape and inform behavior. Haslam, Postmes, and Ellemers (2003) relate the construct to
three definitional aspects of a stereotype, in that both are commonly shared within and
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among social factions, supply a foundation for socially coordinated action, and are
relatively stable over time.

Perceived Organizational Identity
Perceived organizational identity is defined as what a member believes, “is
distinctive, central, and enduring about the organization” (Dutton et al., 1994: 239). This
identity doesn’t necessarily have to be a collective notion shared among members, just
the perceived beliefs of an individual about the particular organization. Organizational
identity is fundamentally the organization’s collective perception of itself, whereas
perceived organizational identity is an individual level construct indicating how each
member perceives the organization. An individual’s perception of how one relates to the
organization plays a key role in the process of identification in that greater degree of
overlap (or congruence) leads to greater identification.
As explained by the authors, when an individual’s self-concept and the perceived
organizational identity match, the result is a cognitive connection known as
identification. Dutton and colleagues (1994) focus on the association between an
individual’s perceptual notion of his or her organization as a social group and the impacts
of those impressions on the strength of organizational identification and subsequent
member behavior. The focus of moral identity fit will use individuals’ perceived
organizational moral identities in comparison to the individual level moral self-concept.
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Social Identity
Social identity relates to personal identity as the former incorporates a distinction
or classification of individuals within an intergroup context. It argues that individuals
define themselves partly through group memberships (Turner & Tajfel, 1979). As noted
by Brewer and Gardner (1996), identity is construed as both individuated and
interpersonal. Social identity theory can be characterized as “a social psychological
theory of intergroup relations, group processes and the social self” (Hogg, Terry, &
White, 1995: 255).
Henri Tajfel (1972) first introduced the notion of social identity to explain how
people view themselves in intergroup contexts. He defined social identity as “the
individual’s knowledge that he belongs to certain groups together with some emotional
and value significance to him of the group membership” (Tajfel, 1972: 31). Simply put,
social identity is part of individuals’ perception of ‘who they are’ associated with any
internalized group membership.
Tajfel and Turner (1979) devised three general assumptions for the basis of social
identity.
1) Individuals strive to maintain or enhance their self esteem, which in turn
establishes a positive self concept.
2) Social units and the membership of them are connected with positive or
negative value connotations. Therefore, social identity may be positive or
negative according to the respective evaluations of those social units that
contribute to an individual’s social identity.
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3) The evaluation of an individual’s own group is established with reference to
other identifiable groups through social comparisons in terms of value-laden
attributes and characteristics. Positive comparisons in favor of the in-group
will produce high prestige, whereas the opposite holds true in cases of
negative comparisons.
Based on these assumptions, Tajfel and Turner (1979) developed three generalized
theoretical principles:
1) Individuals attempt to attain and/or preserve positive social identity.
2) A favorable comparison of the in-group compared to some out-group
constitutes much of the basis for positive social identity.
3) If a favorable notion of the current in-group is not perceived, individuals will
either strive to make the current in-group more positively distinct or leave the
group for a more positively perceived group.
When an individual associates with any psychological or social group and
conceives oneself as a member of that group, the individual is more inclined to act in
accordance with the group’s established norms, beliefs, and values (Ashforth & Mael,
1989; Dutton, Dukerich, & Harquail, 1994; Hogg & Abrams, 1988; Turner, 1987).
Simply, many individuals derive a sense of who they are, their goals and attitudes, and
foundations for action, from their group memberships. By identifying, individuals
perceive themselves as psychologically intertwined with a group's fate and experience its
successes and failures (Tolman, 1943).
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Self-Categorization
One chief constraint of social identity theory is that it offers a relatively
underdeveloped analysis of the cognitive processes associated with social identity
salience. To address this limitation Turner and colleagues developed self-categorization
theory (Turner, 1985; Turner, 1987).
“The self-categorization theory makes social identity the social-cognitive
basis of group behavior, the mechanism that makes it possible (and not
just the aspects of the self-derived from group memberships), and by
asserting that self-categorizations function at different levels of abstraction
makes both group and individual behavior ‘acting in terms of self’”
(Turner, 1987: ix).
Self-categorization theory has a broader cognitive agenda than social identity theory and
has great explanatory scope, largely because its core hypotheses are not targeted
specifically to issues of social structure and intergroup relations (Turner & Oakes, 1997).
In fact, self-categorization principles can be elaborated to encompass most of the social
structural phenomena addressed within social identity theory (Haslam, 2001). Turner
(1987) makes note in the preface that self-categorization theory developed from social
identity theory and holds the concept of social identity as its central role. It has also been
referred to as social identity theory of the group. This has led to a tendency to lump both
theories together under one terminology, as will be used in this analysis of the social
identity perspective.
In social identity, the situational activation of an identity is referred to as salience.
Salience is the activation of a relevant self-category and is the psychological significance
of the social category rather than its perceptual importance.
“By a salient group membership we refer to one which is functioning
psychologically to increase the influence of one’s membership in that
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group on perception and behavior…The term salience is not being used to
refer to some ‘attention-grabbing’ property of a stimulus” (Turner, 1987:
118).
As Oakes (1987) illustrates based from Turner’s work, salience is not about attentiongrabbing properties of social stimuli, but about the psychological implication of a group
membership. Salience results in accessibility and fit, in which accessibility is the
inclination of a perceiver to use a particular self-category, and fit is the degree to which
the stimuli in the given context actually match the condition which define the category
(Turner, 1987).
The central cognitive process of social identity is depersonalization; here an
individual comes to be seen as a member of a subgroup rather than in an individual
manner (Turner, 1987). Characterization comes from the subgroup average rather than
by any individualistic characteristics or qualities. Activation of a social identity is
enough to result in depersonalization. In this process, the person perceives the normative
aspects of group association in the example and then acts in accord with those norms
(Terry & Hogg, 1996).

Organizational Identification
Even as the definitions may differ slightly, it is broadly agreed that organizational
identification demands an entrenched association between the individual and
organization, in which the individual tends to recognize him-or herself as sharing
communal attributes with a specific organization. As noted by Ashforth and Mael
(1989), a referent organization may provide the answer to an individual’s question of
‘Who and I?’ The authors claim “To the extent the organization, as a social category, is
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seen to embody or even reify characteristics perceived to be prototypical of its members,
it may well fulfill motives for the individuals” (Ashforth & Mael, 1989: 22). Pratt (1998:
171) asserts “Whereas identity is often concerned with the question, ‘Who am I?’
identification asks, ‘How do I come to know who I am in relation to you?’ Further, as
articulated by Ashforth and Mael (1996: 21)
“an OI that accords with or evokes individuals’ needs and preferences is more
likely to be internalized as a (partial) definition of self, and that impact of an
organization’s strategy on one’s self is mediated by the OI. Identification with the
organization fuses individual and organizational interests, and strongly affects
cognition (by priming attention and interpretation and possibly fostering an
outward focus), affect (by influencing what is valued and fostering efficacy), and
behavior (by encouraging identity-consistent and cooperative acts).”
Multiple scholars have offered definitions of organizational identification to explain the
association individuals’ have with their respective organizations. Table 2.1 explores the
most prevalent ones from the literature.
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Table 2.1
Definitions of Individuals’ Identification with Organizations
Authors

Definition

Hall, Schneider,
and Nygren
(1970)

“the process by which the goals of the organization and those of the
individual become increasingly integrated and congruent” (pp. 176-177).

Lee (1971)

“the degree of the individual’s broad personal identification with the
organization” (p. 215).

Cheney (1983)

“is an active process by which individuals link themselves to elements in the
social scene” (p.342).

Ashforth and
Mael (1989)

“is a specific form of social identification” and “the perception of oneness
with, or belongingness to the organization” (p. 22)

Dutten, Dukerich,
and Harquail
(1994)

“the degree to which a member defines him or herself by the same attributes
the he or she believes defines the organization” (p.239).

Pratt (1998)

“occurs when an individual’s beliefs about his or her organization become
self-referential or self-defining” (p. 172).

Rousseau (1998)

“is a psychological state wherein an individual perceives himself or herself
to be part of a larger whole…Organizational identification, wherein
individuals perceive themselves to be part of a larger organization” (p. 217).

Organizations seek identification from their workforce to ensure employees make
decisions aligned with organizational interests. As stated by Cheney (1983: 158) “In
short, fostering identification is the ‘intent’ of many corporate policies, for with it comes
greater assurance that employees will decide with organizational interest uppermost in
mind.” Organizational members who identify are more apt to ‘go the extra mile’ on
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behalf of the organization and can assist to enhance the success of firms’ by partaking in
‘coordinated corporate action’ (Rousseau, 1998: 218). Research conducted in this area
has shown favorable organizational outcomes associated with positive identifications
(Hall & Scneider, 1972; Hall, Schneider, & Nygren, 1970; Mael & Ashforth, 1992).

Consequences of Identification
Ashforth and Mael (1989) proposed that identification based on identity
congruence will lead to numerous desired organizational outcomes. Citing the social
identification within group formation of Turner (1982, 1984), Ashforth and Mael (1989)
proposed that identification should lead to cohesion, cooperation, altruism, and overall
positive evaluations of the organization. Using fit studies from Chatman and colleagues
as a theoretical rationale (O’Reilly & Chatman, 1986; Chatman, 1991) Dutton et al.
(1994) proposed that the greater the degree of consistency between how a member
defines him or herself and how he or she perceives the identity of the organization
directly impacts the strength of a member’s organizational identification. Although not
empirically tested, Dutton and colleagues (1994: 258) suggested that future research
should directly assess “the overlap between the characteristics that a member believes
typify him or her as an individual and the characteristics that typify the organization.”
Greater degrees of overlap would signify strong organizational identification. Further the
authors recommend that future studies should address both desirable and undesirable
outcomes associated with identification.
In a recent meta-analysis, Riketta (2005) found that organizational identification
positively associated with occupational and work group attachment, organizational
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commitment, job scope, job involvement, job scope, job satisfaction, tenure, in-role
performance, extra-role performance while negatively related to intentions to leave.
Further, there are a number of studies that have been conducted that have provided
theoretical and empirical evidence of various positive organizational outcomes when
members identify (see Table 2.2).

Table 2.2
Outcomes of Individuals’ Identification with Organizations
Authors

Nature

Sample

Major Findings

Adler & Adler
(1988)

Empirical
Study

College Basketball
Players

Identification generated intense loyalty
toward organization

Alpander (1990)

Empirical
Study

150 Nurses

Identification positively related to desire to
remain with the organization and
willingness to expend extra effort on behalf
of the organization.
Identification was positively associated
with job satisfaction and job motivation.

Ashforth & Mael,
(1989)

Theoretical
Study

Carmeli, Gilat &
Waldman (2007)

Empirical
Study

Christ, van Dick,
Wagner &
Stellmacher (2003)

Empirical
Study

Proposed consequences of OI:
1) individuals tend to choose activities with
organizations that are congruent with
salient identities;
2) identification affects outcomes such as
group cohesion and cooperation;
3) identification reinforces attachment to
the organization and its values and
increases competition with salient
outgroups
217 Israel electronics
and media workers
and managers
447 German teachers
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Identification related positively with
member adjustment and job performance
Identification related positively to OCB
towards the team and OCB towards the
organization.

Table 2.2 (continued)
Authors

Nature

Sample

Major Findings

Dukerich, Golden &
Shortell (2002)

Empirical
Study

Physicians

Dutton, Dukerich &
Harquail (1994)

Theoretical
Study

Efraty & Wolfe
(1988)

Empirical
Study

113 Professional Aide
workers, 102
Professionals

Identification was positively associated
with both cooperative behaviors and
OCB.
Proposed that identification relates to
OCB, cooperative behaviors, and
competitive behavior to out-group
members
Identification positively related to task
involvement, investment of effort, and
performance effectiveness.
Identification positively associated with
job satisfaction and negatively with job
alienation.

Feather and Rauter
(2004)

Empirical
Study

154 Teachers (101
permanent, 53 fixedterm)

Fiol (2001)

Theoretical
Study

Foreman & Whetten
(2002)

Empirical
Study

Rural Cooperative
Members

Identification was positively associated
with affective commitment

Hall, Schneider &
Nygren (1970)

Empirical
Study

Professional Foresters

Jetten, O'Brien &
Trindall (2002)

Empirical
Study

Australian Government
Workers

Identification increased as a function of
time and related to satisfaction of higherorder needs.
Service oriented workers were more
likely to report identification with the
Forest Service.
Identification was positively related to
job satisfaction.
Workers who identified more strongly
with the organization reported positive
feelings about a pending restructure.

Kramer (1993)

Theoretical
Study

Identification for all teachers related
positively with job satisfaction,
organizational commitment,
opportunities to use skills, exercise
influence and control, achievement of
variety on the workplace, and OCB.
Proposed that identification can be a
source of competitive advantage for a
firm, in that identification grounded in a
set of shared values allows the
organization to adapt to a changing
environment.

Proposed that identification with the
organization is positively related to OCB
towards the organization.
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Table 2.2 (continued)
Authors

Nature

Sample

Major Findings

Lee (1971)

Empirical
Study

Federal Health Service
Scientists

Scientists with higher identification
demonstrated more favorable attitudes
toward the job and showed a lower
degree of attractiveness of external
opportunities

Mael & Ashforth
(1992)

Empirical
Study

College Alumni

Mael & Ashforth
(1995)

Empirical
Study

2,535 Army recruits

Meyer, Paunonen,
Gellatly, Goffin &
Jackson (1989)

Empirical
Study

Managers in Food
Service Corporation

Identification increased monetary
contributions, willingness to recommend
the school to others, and participation in
various school functions.
Identification of Army recruits predicted
attrition across six time periods ranging
from 6 to 24 months
Identification was positively related to
greater job performance and perceived
promotability

O’Reilly & Chatman
(1986)

Empirical
Study

2 Samples. University
Workers and Students

Reger, Gustafson,
DeMarie, Mullane
(1994)

Theoretical
Study

Riketta (2005)

MetaAnalysis

Rousseau (1998)

Theoretical
Study

Workers who reported identification
with the University also reported more
likely to engage in extrarole prosocial
behaviors, greater intent to remain with
the University and actually were less
likely to turnover.
Undergraduate students, who identified
more strongly, reported greater extrarole
behaviors and greater participation in
extrarole activities.
Proposed that identity congruence
(identification) will lead to organizational
members’ acceptance of fundamental
change, such as total quality initiatives.
Identification positively associated with
occupational and work group attachment,
organizational commitment, job scope,
job involvement, job scope, job
satisfaction, tenure, in-role performance,
extra-role performance
Identification was negatively related to
intentions to leave.
Proposed that identification enhances
employees’ willingness to engage in
OCB. Identification increases workers
acceptance of change.
Identification is positively related to the
relational terms in the psychological
contract.
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Table 2.2 (continued)
Authors

Nature

van Dick (2001)

Review

Sample

Major Findings

van Dick, Grojean,
Christ & Wieseke
(2006)

Empirical
Study

10 samples across
industries and countries

van Knippenberg &
van Schie (2000)

Empirical
Study

2 samples. Dutch
Governmental and
University Workers

Organizational identification positively
associated with job satisfaction and job
involvement.

van Knippenberg,
van Dick & Tavares
(2007)

Empirical
Study

2 Samples (Bank
Accountants and
Teachers)

Bank accountants reported that stronger
identification negatively related with
turnover intention.
Supervisor support was strongly negative
associated to turnover intention for
subjects reporting lower identification;
whereas, the relationship between
supervisor support and turnover intention
was weaker for those who highly
identified.
Teachers who reported greater
identification reported less days of
absenteeism. Organizational support
was strongly negative associated to
absenteeism for subjects reporting lower
identification; whereas, the relationship
between organizational support and
absenteeism was weaker for those who
highly identified.

Veenstra & Haslam
(2000)

Empirical
Study

Trade Union Members

Identification was positively related to
members’ willingness to participate in
collective action (attend union meetings,
vote in union elections, become a
delegate, attend protest rallies, and
engage in industrial action).

Wan-Huggins,
Riordan & Griffeth
(1998)

Empirical
Study

98 electric utility
workers

Identification was positively associated
with employees’ intent to remain with
the organization over a 12 month time
span.
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Identification is related to positive work
outcomes as: satisfaction, motivation, inrole behavior, extra-role behavior,
reduced turnover and absenteeism
Identification is positively associated
with OCB. In the multi sample/multi
study work, the authors generalized
results over multiple countries,
occupational types, and longitudinally.

Identification as Identity Congruence
Pratt (1998) contended that identification develops through the processes of
affinity and emulation. Identification development through affinity occurs when an
individual recognizes that the organization has values and beliefs similar to his or her
own. Emulation represents a situation where an individual amends his or her values and
beliefs to mimic those of the organization.
Identification through affinity represents a cognitive comparison where the
individual assesses a fit dimension between their categorization of the organization and
their self-categorizations (Foreman & Whetten, 2002). Pratt (1998) related affinity
identification to Schneider’s (1987) ASA framework as individuals are ‘attracted’ to
organizations they perceive as similar to themselves.
Identity congruence based on affinity can be achieved through a variety of
comparison methods. Individuals may carry out such comparisons by evaluating the
organization’s identity in conjunction with their individual identity (Ashforth & Mael,
1989; Dutton et al., 1994) or by comparing their perception of the current organizational
identity and an ideal organizational identity perception (Foreman & Whetten, 2002;
Reger et al., 1994; Whetten et al., 1992). In the latter comparison, the ideal
organizational identity acts as an extension of the member’s self-concept.
Dutton et al.’s (1994) definition of organizational identification entails
identification as the procedural effect that involves the evaluation of one’s self-identity to
the perceived identity of the organization to which he or she is a member. Organizational
identification is understood to occur when “one comes to integrate beliefs about one’s
organization into one’s identity” (Pratt, 1998: 172). Consequently, identification serves
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as both a process and an outcome, as an individual pursues congruence between his or her
“perceptions regarding ‘who I am’ and ‘who we are’” (Foreman & Whetten, 2002: 619).
The degree of overlap of identity claims (in this case moral disposition) of one’s
perceived self-identity and those perceived of the organization determine the strength of
identification.
Whetten, Lewis, and Mischel (1992: 4) suggested that the level of congruence is
reliant upon the “elements of an organization’s distinctive identity match the
organizational characteristics that members report are most critical to sustaining their
membership and performance” Identity congruence serves as a determinant of behavioral
outcomes for the reason that it is taps the fit between characteristics that most distinctive,
core, and enduring about the individual and the organization.
Foreman and Whetten (2002) stated that the greater the level of congruence
ensuing from the identity comparison process, the greater the degree of organizational
identification. Following the work of Reger et al. (1994), Forman and Whetten (2002)
proposed that the identity gap/congruence, cognitive distance between individual and
perceived organizational identity, notably influences individual’s involvement with the
organization. The authors developed a model that aided in the development of the
current research model in this dissertation, as they graphically explained the process of
individual and organizational identities converging to embody identification and lead to
positive organizational outcomes. A representation of their model reproduced for this
study is shown in Figure 2.2.
Foreman and Whetten’s (2002) model was constructed on the theoretical and
empirical contributions of Ashforth & Mael (1989), Dutton et al. (1994) , Reger et al.
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(1994), Whetten et al. (1992). The congruence process depicted in the works of
Ashforth and Mael (1989) and Dutton et al (1994) has not been explored empirically.
Identity congruence is predicated on individuals making some sort of comparison of
respective identities. Such identity comparisons affect the attitudes and behaviors of
individuals.

Organizational
Identity
Perceptions

Identity
Comparison
(Congruence =
Identification)

Positive
Organizational
Outcomes

Individual
Identity

Figure 2.2 Foreman and Whetten’s (2002) Composite Model of Organizational
Identification

Disidentification
Most identification research has focused on the overlapping of identities, but this
represents only one way an individual can derive a sense of self in relation to the
organization. Tajfel and Turner (1979) made a passing reference to the fact that in
conditions of unsatisfactory social identity (perceived by the individual as related to a
specific reference group), individuals may disidentify and make attempts to either leave
the social faction or find ways to disassociate with the group. Though the topic has
received minimal attention in the literature so far, other types of identification exist
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beyond the typical positive connection of individuals to their organizations. Elsbach
(1999) argued that identification is a complex, active process, where individuals develop
positive, negative, or no connection to an organization. Elsbach (1999) proposed four
different forms of organizational identification.
Foreman and Whetten (2002) outlined several alternative responses individuals
may contemplate when evaluating the relative congruence of personal and organizational
identities. When the “identity comparison gap” is considerable, they asserted that
individuals may look to reassess his or her core beliefs, insist upon the organization to
change primary practices, or reassess the relationship with the organization (Foreman and
Whetten, 2002: 619). This comparison gap can be referred to as disidentification.
Disidentification occurs when an individual defines him or herself as not having the same
attributes or principles the he or she believe defines the organization (Elsbach &
Bhattacharya, 2001).
Elsbach and Bhattacharya (2001: 397) defined organizational disidentification as
“a self-perception based on (1) a cognitive separation between one’s identity and one’s
perception of the identity of the organization, and (2) a negative relational categorization
of oneself and the organization.” Disidentification may involve (on the individual level) a
repulsion of the organization’s mission, culture, or core attributes, sometimes to the
extent that an individual actively separates his or her self-concept and reputation from
that of the specific organization (Kreiner & Ashforth, 2004). Elsbach and Bhattacharya
(2001) found that organization disidentification lead individuals to actively oppose and
publicly criticize the National Rifle Association.
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Moral Identity
Moral identity is a specific type of identity at the individual level with theoretical
relevance to social identity, as it relates directly to the social self. In efforts to help
explain moral reasoning and/or decision making, Kohlberg (1969) introduced the
Cognitive-Developmental Theory, assuming that higher levels of moral development
correlate to subsequent higher levels of moral behavior. The fundamental precept of the
theory is that the degree of an individual’s moral reasoning is a behavioral predictor.
Kohlberg’s (1969) model is perhaps the most influential rationalist approach to morality
in organizations, but does not come without criticisms.

Multiple researchers have cited

the limitations of classic cognitive developmental theory and suggested alternative
approaches, as moral reasoning development is not a comprehensive determinant of
subsequent moral behavior (e.g. Damon, 1984; Hoffman, 2000; Eisenberg, 1986).
Alternative approaches have not disregarded Kohlberg’s approach, but added to it the
influence of such variables as moral emotion (Eisenberg, 1986; Hoffman, 2000) and
moral identity (Blasi, 1984; Damon, 1984).
Hoffman (2000) proposed a theory focused on the role of moral emotion in
morality. In this case, moral emotion was viewed as the primary motivational force
toward moral behavior. He claimed that abstract moral principles lack motive force, but
charged with an emotion such as empathy drive motivation.
Scholars have suggested that in addition to moral reasoning and moral emotions,
moral identity may play a role in motivating moral action (e.g. Blasi, 1983; Colby &
Damon, 1993). According to Damon (1984: 110), “A person’s level of moral judgment
does not determine the person’s views of morality’s place in ones life. To know how an
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individual deals with this issue, we must know about not only the person’s moral beliefs
but also the person’s understanding of the self in relation to those moral beliefs.”
Collectively, proponents of this view suggest that when morality is important and central
to one’s sense of self and identity it heightens one’s sense of obligation and responsibility
to live consistent with one’s moral concerns.
An identity is central to one’s being and entails actions that are true to one’s self
(Erickson, 1964). Similarly, Hart, Atkins, and Ford (1998: 515) defined moral identity as
“a commitment to one’s sense of self to lines of action that promote or protect the welfare
of others.” In this view, authenticity to one’s self requires a consistent vein of action with
respect to an individual’s identity. In a moral sense, one with a strong moral identity will
make a conscious effort to maintain a balance of identity and behavior (Aquino & Reed,
2002). Simply put, a person’s moral identity may serve as a decision making guide for
ethical behaviors.
As the concept of moral identity has received more attention over the years,
multiple scholars have made significant theoretical and empirical contributions. Blasi
(1983, 1984) introduced a model of moral identity that is regarded as the most elaborated
model depicting linkages between identity and moral functioning (Hardy & Carlo, 2005).
He proposed the Self Model of moral functioning, in which the propensity to engage in
moral action is directly related to the self-definition and the demand for judgmentbehavior consistency (Blasi, 1983).
Two core assertions underlie Blasi’s (1984) views on the nature of moral identity.
The first is that moral identities differ from person to person. Characteristics that one
may deem central to his or her moral identity may not be important to others. For
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instance, fairness may be a core moral quality to one individual, whereas compassion
may be central to another in his or her moral identity. Blasi’s (1984) second assumption
is that being a moral person may not be a fundamental element of an individual’s selfconception or definition. Thus, being a moral person may vary in degrees of centrality in
a person’s overall self-definition. Further, it is argued that the centrality moral identity
may evolve and/or change over time (Hart et al., 1998).
Building on the work of Blasi (1984), Aquino and Reed (2002) conceptualized
moral identity as a parameter of social identity, as it represents the embeddedness of
certain moral traits in an individual’s self-conception. Even as the content of individual
moral identities may vary, the authors asserted there “exists a set of common moral traits
likely to be central to most people’s moral self-definitions” (Aquino & Reed, 2002:
1424). They purported that:
“to measure moral identity, it should not be necessary, in principle, to discover the
entire universe of traits that might compose a person’s unique moral identity.
Rather, all that is needed to invoke and subsequently measure the self-importance
of a person’s moral identity is to activate a subset of moral traits that are linked to
other moral traits that may be more central to a particular person’s self-concept”
(Aquino & Reed, 2003: 1424).
The authors, through multiple studies, demarcated the construct of moral identity
along two dimensions, internalization and symbolization. Internalization reflects the
degree to which a set of moral traits is central to the self-concept, whereas symbolization
reflects the degree to which these traits are expressed publicly through an individual’s
actions. The two dimensions of moral identity were assessed with two 5-item subscales,
which predict desired outcome behaviors. For example, both internalization and
symbolization predicted volunteerism in a sample of college alumni, whereas among
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adolescents internalization was the lone predictor of donation behavior (Aquino & Reed,
2002). In subsequent studies, internalization has shown a significant relationship with
inter-group relations (Aquino, Ray, & Reed, 2003) and a negative association with lying
(Aquino, Ray & Reed, 2003). More recently, Reynolds and Ceranic (2007) investigated
the influence of moral identity and moral judgments on moral behavior. They found that
a strong moral identity positively impacts moral behavior across two distinct sample sets.
In their sample of students, strong moral identity (high self importance of moral identity)
positively related to charitable giving and interacting with moral judgments found
cheating at its lowest levels. In the second sample, Reynolds and Ceranic (2007) found
that ethical behaviors of managers were at the highest reported levels when moral
judgments interacted with a strong moral identity of respondents. Further, Detert,
Trevino, and Sweitzer (2008) found moral identity to be negatively related to moral
disengagement.
Bennett, Thau, Aquino, and Reed (2005) have theoretically linked the influence of
self importance of moral identity on individual behavioral outcomes with
organizationally deviant norms. The authors proposed that individual moral identity acts
as a moderator in the regulation of behaviors in organizations, in that when the
importance of moral identity is high (strong individual moral identity), individuals are
likely to violate deviant norms within the organization, as opposed to complying with
those norms when the importance of moral identity is low (individual moral identity
deficit) (Bennett et al, 2005). Although the assertions of the model were not empirically
tested, the proposed relationships are integral to the hypotheses development in this
study.
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Organizational Moral Identity
Just as individuals can construct multiple social identities influenced by
memberships and affiliations, organizations may possess multiple identities.
Organizations are complex entities, often multifaceted and sometimes pursuing numerous
or conflicting goals. Organizations have multiple stakeholders (both internal and external
to the firm) that are motivated to project identity claims serving specific purposes.
OMI is limited to a collection of traits encapsulating a moral identity claim. An
identity of an organization can be characterized by a socially-constructed claim (Albert &
Whetten, 1985) and is one perspective of what the organization represents (Ashforth &
Mael, 1996). An organizational moral identity answers the question of “Who are we
morally?” OMI is based on the theoretical lines set out by Hatch and Schultz (2002) of
organizational identity forming from culture and image and Aquino and Reed’s (2002)
two-faceted notion of moral identity (internalization and symbolization). OMI
incorporates the internalized aspects of the organization (e.g. culture, climate) with the
projected symbolic features (i.e. image) to embody an identity of a moral nature.
Although organizational moral identity is a collective, or group-level, phenomenon, it is
likely each individual’s perception of the organization’s moral identity that impacts their
assessment of identity congruence and subsequent behaviors. An organization is
understood to possess a moral identity when it is perceived as espousing a collection of
moral traits.
The notion of a moral organizational identity is not totally new to the literature.
In 2007, a special issue of Journal of Business Ethics focused specifically on issues
pertaining to the juncture between business ethics and corporate/organizational identity.
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Similar conceptualizations have been offered by multiple scholars. Some authors have
attempted to conceptualize a moral based identity at the corporate level. Balmer,
Fukukawa, and Gray (2007) explored an ethical form of corporate identity, ethical
corporate identity. They proposed that an ethical corporate identity is fashioned
relationally among stakeholders (external to the firm) and needs to be critically managed.
Berrone, Surroca, and Tribo (2007) explored the ethical dimension of a corporate
identity, termed corporate ethical identity. Corporate ethical identity involved the firm’s
practices, actions and communication and was found to relate to stakeholder satisfaction,
which in turn related to financial performance.
Though conceptually similar to organizational moral identity, the previous
offerings focus specifically on organizational (corporate) level behaviors and external
targets (stakeholders). OMI investigates an individual level construct concerning the
perception of the organization by members and their subsequent behaviors. Verbos,
Gerard, Forshey, Harding, and Miller (2007) proposed the existence of an ethical
organizational identity based on an internal locus involving employees, as opposed to the
institutional focus of corporate level identities concentrating on external targets
(stakeholders). Verbos and colleagues (2007) proposed that enacting a code of ethics and
espousing an ethical organizational identity creates a positive ethical organization where
ethical behavior is encouraged as the only viable option in organizational activity.
Although not empirically tested, the authors’ conception of an ethical organizational
identity is the closest known construct to OMI. Building upon similar works of others,
OMI is proposed as an individual level construct of the perceived degree to which an
organization internalizes and symbolizes certain moral characteristics.
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Moral Identity Deficit
At either or both the individual and organization level, it is possible individuals
may not perceive moral characteristics as defining attributes of the respective target’s
identity. Following Baumeister (1986), individuals or organizations with an inadequate
sense of moral self (equated as low scores on the respective moral identity measure) are
said to have a moral identity deficit. An identity deficit fails to provide a framework for
consistent decisions and actions (Ashforth & Mael, 1996). Insomuch, a moral identity
deficit would fail to support steady subsequent moral actions or ethical behavior. Moral
identity deficit in this study can be equated with very weak moral identity.

Identification as Moral Identity Congruence
As identity is constructed at both the personal and social levels, the moral identity
of the organization can serve as a defining feature of an individual’s self-concept.
Ashforth and Mael (1996: 44) contend that “by extending the concept of the self to
include the organization, the concept of self-interest also comes to include the
organization.” As one perceives congruence between defining attributes of both the self
and the organization, organizational identification occurs. Identification has shown in the
literature to relate to distinct organizational outcomes, most notably organizational
citizenship behaviors. Where moral identities overlap, and individuals perceive little or
no cognitive distance between organizational moral identity and individual moral
identity, identification as moral identity congruence exists. On the other hand, in
situations where there is disparity in definitional perceptions of the individual and the
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organization, the resulting outcome is disidentification manifested as moral identity
incongruence.

Performance Behaviors
Researchers in organizational behavior have long been interested in factors
affecting the performance of employees, as related to task-assigned duties within the
scope of and voluntary duties outside of a specific job. Researchers have proposed three
broad dimensions of employee performance: task performance, organizational citizenship
behaviors and counterproductive work behaviors (e.g. Rotundo & Sackett, 2002). In
recent years there has been a growing interest in the exploration of performance-related
behaviors beyond the realm of contractual obligation, citizenship performance, and
counterproductive performance. Citizenship performance is most often conceptualized
as organizational citizenship behaviors (OCB), behaviors directed at positive outcomes
for the organization or individuals within the organization. Alternatively,
counterproductive behaviors or counter normative behaviors are acts which can be
damaging to the organization, violate organization rules and customs, or both. This
review focuses specifically on voluntary performance behaviors, citizenship performance
and counterproductive/counter normative performance behaviors.

Organizational Citizenship Behaviors
Katz (1964) identified three categories of behaviors essential for proper
organizational functioning, in that employees must be willing to (1) enter and remain
with the organization, (2) complete requisite job duties, and finally (3) spontaneously
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engage in actions beyond role requirements. Bateman & Organ (1983) labeled the third
category as “citizenship behaviors.” The concept of organizational citizenship behaviors
(OCBs) was formally introduced by Smith, Organ and Near (1983) as a two faceted
construct of dimensions, altruism and generalized compliance. Altruism reflects
situational helping behaviors that an individual exhibits to other organizational members
and generalized compliance is where individuals place priority to act in the best interest
of the organization. The construct has evolved over the years, but nearly all work cites
Organ’s influence on the topic. Organ (1988: 4) explicitly defined organizational
citizenship as:
“individual behavior that is discretionary, not directly or explicitly recognized by
the formal rewards system, and that in the aggregate promotes the effective
functioning of the organization. By discretionary, we mean that the behavior is
not an enforceable requirement of the role or job description, that is, the clearly
specifiable terms of the person’s employment contract with the organization; the
behavior is rather a matter of personal choice, such that its omission is not
generally understood as punishable.”
As summarized by Podsakoff, Ahearne, and MacKenzie (1997), citizenship
behaviors may enhance organizational performance as they (1) decrease the need to
devote scarce resources to maintenance functions (Organ, 1988), (2) open up those
resources for more productive purposes (Borman & Motowildo, 1993; Organ, 1988), (3)
enhance the productivity of coworkers and managerial staff (MacKenzie, Podsakoff, &
Fetter, 1991, 1993; Organ, 1988; Podsakoff & MacKenzie, 1994), (4) help facilitate the
coordination of activities between team members and across work groups (Karambayya,
1989; Smith et al.,1989), and (5) enhance the organizations ability to attract and retain
top employees by making increasing the attractiveness of the organization.
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Dimensions of OCBs
Scholars have expanded the concept of OCBs to include several additional
components. For example, Organ (1988) suggested that organizational citizenship
behavior is comprised of five dimensions: altruism, conscientiousness, sportsmanship,
courtesy, and civic virtue. In a review, Podsakoff, MacKenzie, Paine, and Bacharach
(2000) identified seven themes: (1) helping behavior, (2) sportsmanship, (3)
organizational loyalty, (4) organizational compliance, (5) individual initiative, (6) civic
virtue, and (7) self-development. Helping behavior depicts the assistance of coworkers
with job related issues. Sportsmanship involves the display of non-negative behaviors
and attitudes when faced with a situation of adversity. Organizational loyalty depicts
behaviors of protecting the organization and supporting organizational efforts both
internally and publicly. Adhering to the norms, policies and procedures dictated by the
organization typify organizational compliance. Individual initiative refers to
conscientious work related behaviors at a level exceeding the minimal expected output or
effort. Civic virtue is espousing commitment and responsibility combined with active
organizational participation. Self-development represents efforts initiated by the
employee to enhance his or her knowledge, skills, and abilities (Posakoff et al., 2000).
Further, OCBs have also been differentiated by the intended target of the
behaviors. Citizenship behaviors have been categorized into two forms, OCB-I and
OCB-O, delineated by the intended beneficiaries, individuals and the organization
(McNeely & Meglino, 1994; Williams & Anderson, 1991). In efforts to “clean up” the
construct, Organ (1997) advocated the distinction of target along interpersonal or
organizational intent, creating a two-factor schema of relevant behaviors. The latter
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dimension of OCBs with organization intent is of particular interest to the theoretical
development in the dissertation and will be investigated empirically.

Antecedents of OCBs
Empirical research has identified job satisfaction as a primary antecedent of
organizational citizenship behavior (McNeely & Meglino, 1994: Morrison, 1994; Organ,
1990). However, numerous other antecedents have been investigated, as scholars have
identified constructs relating to individuals’ connection to the organization as
contributing to OCBs. Organizational commitment, person organization fit, and
organizational identification have all been empirically linked to OCBs. As individuals
develop a connection to an organization, attributes and perceptions of the organization
become self-defining (Ashforth & Mael, 1989). Therefore, in order to preserve or protect
the shared character, individuals will behave to maintain or enhance the organization’s
position, as the perception of the organization is in part a reflection upon the individual.
Meyer and Allen (1997: 67) characterized organizational commitment as "a
psychological state that a) characterizes the employee's relationships with the
organization, and b) has implications for the decision to continue membership in the
organization.” In their research, they identify three types of commitment: affective,
continuous, and normative commitment (Allen & Meyer, 1990, 1996; Meyer & Allen,
1993). Affective commitment refers to employees' perceptions of their emotional
attachment to, identification with, and involvement with the organization. Continuance
commitment refers to employees' perceptions of the costs associated with leaving the
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organization. Finally, normative commitment refers to employees' perceptions of their
obligation to remain with the organization.
Organizational commitment has been found by researchers as an antecedent to
OCB, either directly or indirectly through a relationship with job satisfaction (e.g.
Chatman, 1989; Meyer, Allen, & Smith, 1993). Chatman (1989) contributed to the
relationship of organizational commitment and OCB through her research into value
congruence models of person-organization fit. Chatman (1989: 343) proposed that
individuals who share values with their organization are “more likely to contribute in
constructive ways.”
Person-organization fit examines the compatibility between people and
organizations (Chatman, 1989). O’Reilly and Chatman (1986) conducted one of the first
studies to empirically test the relationship of person organization congruence and OCB.
The authors observed a relationship of fit and OCB across three distinct groups of
subjects. Recently, Hoffman and Woehr (2006) conducted a meta-analysis on the
relationship of behavioral outcomes and PO fit. Included in their analysis was the
relationship of fit and OCBs as they found that PO fit was indeed related to OCB (.21)
through a sample size of 2664.
Individuals’ perceptions of oneness with the organization, or individuals’
identification with the organization, serves as a motivating force to act in manners in the
best interest of the organization (Ashforth & Mael, 1989: Dutton et al, 1994). Riketta
(2005) recently conducted a meta-analysis examining the relationship of organizational
identification to a variety of work related attitudes, behaviors and contextual variables.
Riketta noted that measures of identification associated with ‘extra-role behaviors’ at
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r=0.35 (p<0.001) in his analysis of 25 separate studies. Further, Van Dick, Grojean,
Christ, and Wieseke (2006) found identification to positively relate to OCBs in a 10
sample study across various countries and industries.

Organizational Deviance
Unlike citizenship behaviors, organizational deviance violates norms and can be
detrimental to organizations. Multiple terms and definitions exist for such behaviors,
such as deviant workplace behavior, counterproductive workplace behavior, and
organizational misbehavior. Generally speaking, these behaviors represent damaging
actions by employees that violate organizational norms. Table 2.3 lists the various
definitions of the types of behaviors noted as counterproductive or counter normative.

Table 2.3
Definitions of counterproductive or Counternormative Behavior
Construct

Source

Definition

Counterproductive
Behavior

Sackett &
Devore (2001)

Intentional behavior that is harmful to the legitimate
interests of an organization

Organizational
Misbehavior

Vardi &
Wiener (1996)

Intentional action by members of organizations that
defies and violates shared organizational norms and/or
core societal values and standards

Deviant Behavior

Robinson &
Bennett (1995)

Voluntary behaviors that break significant
organizational norms and threaten the well-being of the
organization and/or members
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Counterproductive workplace behaviors are generally considered acts that bring
harm to the organization by affecting (either directly or indirectly) its functioning or
property or by impacting employees in such a manner that inhibits effectiveness. Such
behaviors include “overt acts such as aggression or theft, or more passive acts, such as
purposely failing to follow instructions, or doing work incorrectly” (Fox, Spector, &
Miles, 2001: 292). At the general level, counterproductive workplace behavior denotes
intentional behaviors by an employee which are considered by the organization as
divergent from its legitimate interests (Sacket & Devore, 2001).
Gruys (1999) assimilated a catalog of 87 separate counterproductive behaviors
appearing in the literature and compartmentalized those behaviors along 11 categories
using sorting and factor analysis techniques. The behaviors included: (1) Theft and
Related Behavior (theft of cash and/or property, misuse of discounts and/or services), (2)
Destruction of Property (defacement, destruction , or sabotage to property or production),
(3) Misuse of Information (disclosure of confidential information, falsification of
records), (4) Misuse of Time and Resources (shirking, false adjustment of time card), (5)
Unsafe Behavior (failure to learn and/or follow safety procedures), (6) Poor Attendance
(unexcused tardiness or absence, misuse of sick leave), (7) Poor Quality Work
(intentional slow and/or shoddy work), (8) Alcohol Use (alcohol consumption during or
immediately before work) , (9) Drug Use (drug use during or immediately before work,
selling drugs at work), (10) Inappropriate Verbal Actions (argue or verbally harass
customers and/or coworkers), and (11) Inappropriate Physical Actions (physical attack
and/or physical sexual advances toward coworkers).

51

Vardi and Wiener (1996) introduced the concept of organizational misbehavior
(OMB) which is “any intentional action by members of organizations that defies and
violates (a) shared organizational norms and expectations, and/or (b) core societal values,
mores and standards of proper conduct (Vardi & Wiener, 1996:153). The researchers
identified three types of organizational misbehavior: (1) misbehavior benefiting the self,
OMB Type S; (2) misbehavior that intends to benefit the organization, OMB Type O; and
(3) misbehavior with harmful intentions to the organization, OMB Type D.
Employee deviant behaviors, as described by Robinson and Bennett (1995: 556),
are behaviors that violate significant organizational norms and threaten the well being of
the organization, its members, or both. Further, Robinson and Bennett (1995) identified
multiple behaviors signifying employee deviance ranging from minor forms to more
serious acts of deviance. Examples are (minor acts to more serious acts): absenteeism,
lateness, gossiping, leaving early from work, aggression, verbal abuse, sabotage, and
theft.

Dimensionality of Deviance
Hollinger and Clark (1983b) conducted a study on a wide range of deviant
behaviors taken from self report data of workers in three distinct industries. The authors
developed an extensive set of deviant behaviors, and proposed that such behaviors could
be grouped into two wide categories. The first focus of deviant behaviors is “production
deviance,” which constitute behaviors that are counterproductive and involve violation of
organizational norms on how work is to be accomplished. Examples of such behavior
include tardiness, longer than appropriate breaks, absence from work, drug and alcohol
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usage, substandard work, and shirking. The second category is labeled “property
deviance”, involving the misuse of organizational assets and acts specifically against
company property. Examples of property deviance consist of theft, vandalism, damage to
company property, embezzlement, and misuse of discount privileges.
Robinson and Bennett (1995) further categorized two other foci of deviant
workplace behaviors beyond production and property deviance: interpersonal deviance
and organizational deviance. Interpersonal deviance depicts behaviors directed toward
other individuals such as acts ranging from favoritism to sexual harassment.
Organizational deviance describes behaviors directed toward the organization such as
actions vary in seriousness from taking excessive breaks to stealing from the company.
In turn, the authors developed a two by two typology for deviant workplace
behaviors consisting of the focus (organization, interpersonal) and severity (minor,
serious). Robinson and Bennett (1995) labeled the four resulting quadrants as property
deviance (organizational - serious), production deviance (organizational - minor),
political deviance (interpersonal - minor), and personal aggression (interpersonal serious).
Recently, Warren (2003) has integrated research in deviant behavior along two
dimensions, constructive deviance and destructive deviance. An extant amount of
previous deviant research has characterized deviant behaviors as those that both violate
norms and are harmful. However, as noted by Bord (1976), a more general definition of
deviant behavior as behaviors that simply violate norms, can include both positive and
negative aspects. Warren (2003) developed a typology of employee deviance based on
two levels of norms: reference group norms and hypernorms. Reference group norms
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refer to the accepted or standard behavior of a particular reference group, such as the
organization; whereas hypernorms reflect the overarching ideals and convictions of
society. Warren’s (2003) typology of deviant behavior is depicted in Figure 2.3. Though
not empirically investigated, Warren’s (2003) model provides the basis for the
investigation of specific behavioral outcomes as associated with moral identity
congruence.

Figure 2.3 Warren’s (2003) Typology of Deviant Behavior

Constructive deviance constitutes those actions that violate organizational norms,
but that are socially or organizationally beneficial. Galperin (2002), using a very similar
definition of constructive deviance, suggested that the counter-normative behaviors can
benefit the organization, its members, or both. Warren (2003) reviewed a number of
studies that investigate both destructive and constructive deviant behaviors. She reasoned
that the two literature streams should be integrated forming a typology of deviant
behaviors stemming from the norms of the reference group (the organization) and
hypernorms (global views of society) when determining the nature of deviance in
organizations, constructive or destructive. Constructive deviant behaviors may include
actions that are unauthorized yet support the achievement of organizational goals and/or
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prosperity. These behaviors can take many forms such as innovative role behaviors,
noncompliance with dysfunctional directions, criticizing incompetent superiors, and
whisteblowing (Ashforth & Mael, 1998; Warren, 2003).
Galperin (2002) has categorized constructive deviant behaviors into three
categories: innovative organizational constructive deviance, challenging organizational
constructive deviance, and interpersonal constructive deviance. The first category,
innovative organizational constructive deviance, characterizes inventive behaviors that
enhance organizational performance (e.g., searched for innovative ways to perform day to
day procedures). Inherently these behaviors do not violate organizational norms, thus do
not fall within most definitions of deviant behavior. The second category, challenging
organizational deviance, depicted specific constructive deviant acts (e.g., bent a rule to
satisfy a customer’s need). Finally the third factor, interpersonal deviance, concentrated
on constructive deviant behaviors focused on other individuals within the organization
(e.g., did not follow the orders of your supervisor in order to improve work procedures).
Constructive deviance has previously been associated with organizational
citizenship behaviors (see Warren, 2003). Although these constructs share some
theoretical overlap, they are indeed separate entities. Both constructs (constructive
deviance and OCB) concern behaviors beyond the rubric of task performance and involve
favorable organizational outcomes. The main difference lies in the fact that OCB do not
naturally violate organizational standards for behavior; whereas definitionally,
constructive deviant behaviors breach the norms of the organization. Further, as
explained by Galperin and Burke (2006), OCB are passive in nature as opposed to
constructive deviance which is viewed as proactive behavior.
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Regardless of specific label and definition, this overall body of research focuses
on acts by employees that can, but not always, result in unfavorable outcomes for the
organization. As noted, there are slight differences in categorization of behaviors based
on norm violation and/or harmful intent. Behaviors can fall into the category of one label
without being categorized as such by another.

Typology of Deviant Behavior/Misbehavior
Currently no complete typology exists for counter normative or counterproductive
behaviors (Robinson & Bennett, 1995). Multiple variations of similar behaviors have
been labeled by scholars. Such behaviors are categorized into three basic types for the
purposes of this dissertation, destructive deviant behaviors, constructive deviant
behaviors, and organizational benefiting misbehavior. The behaviors are differentiated
based on the target of norm violation (organizational, societal) outcome beneficiary
(organizational, societal; benefit, harm). Table 2.4 illustrates the specifics of each broad
category and highlights the key similarities and differences among each.
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Table 2.4
Typology of Behavioral Categories

Counterproductivity is distinguished from deviance in that counterproductive
behavior can harm the organization in situations where an actual organizational norm is
not violated. For instance, as described by Sackett and DeVore (2001), a situation where
employees taking sick leave when they not actually ill has become commonplace by
definition is not considered deviant. However, such behaviors can still be damaging to
the organization, and thus counterproductive.
Alternatively, an employee can engage in actions that are by nature deviant, but
not necessarily counterproductive. As noted earlier in the discussion of constructive
deviance, these actions violate organizational norms but can be overall beneficial to the
organization. An employee who engages in whistleblowing is by definition acting in a
deviant manner, but not necessarily in a counterproductive one.
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Finally, organizational misbehavior differs slightly in the literature as the focal
point of benefit and detriment change depending on the type of misbehavior.
Definitionally speaking, deviance is a relative term requiring a comparison for existence.
As noted by Warren (2003: 623) “Deviant as compared to what?” Typically the
comparative aspect in academic research has focused on norms of a specific reference
group. In organizational settings, normative behaviors would include those which are
expected within the setting of the specific organization. A type of organizational
misbehavior, OMB Type O (Vardi & Wiener, 1996) focuses on behavior that violates
societal norms as opposed to organizational norms. Such actions are classified as
misbehavior by Vardi and Wiener (1996), but not necessarily organizationally deviant, as
they do not violate normative behavior. Such behavior could still be regarded as
beneficial to the organization, but harm a larger faction of individuals in return (society).
For example, Brief, Buttram, and Dukerich (2001) explain how behavior in a corporation
is guided by informal organizational norms that depart from the law.
All aforementioned streams of behavioral research are incorporated within this
dissertation to develop a typology of behavior outcomes resulting from an interactional
effect of both individual and organizational moral identity. It is proposed that the
importance of moral identity on both the individual and organizational levels, as well as
the interactional effect will result in desired organizational behavioral outcomes. A
mismatch of moral identity, as well as situations where importance is low for both
entities will result in different outcomes embodied in the literatures of deviance,
counterproductivity and organizational misbehavior.
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Hypotheses Development
To explore the motivational force as to why individuals engage themselves in
certain extra-role behaviors, it is important to investigate the connection individuals have
with the organization. Given this, two theories stand out to explain the motivational
intentions of individuals in organizations (Tyler, 1999). First is social exchange theory,
which states that employees will trade their efforts for the promise of some personal
reward offered by a given organization (Blau, 1964). An obligation to reciprocate is
created as individuals perceive they are treated justly or valued by the organization.
Secondly, as investigated in this dissertation, is the social identity approach,
where individuals define themselves partly through membership to groups and
organizations (Tajfel & Turner, 1979). As individuals perceive that their personal
identities and organizational identities overlap, identification occurs, creating a
connection between a person and his or her organization. Scholars suggest that this
connection encourages individual action to create and maintain a favorable identity for
the organization, as individuals derive their sense of self (at least partially) from the
organization. The greater the overlap between how individuals define themselves and
their perception of the organization’s identity, the stronger the identification, whereas
individuals will be more inclined to engage in behaviors related to the organization’s
interest.
Both theories of attachment have been shown to relate directly and indirectly to
behavioral outcomes. Organizational commitment has shown to be a significant
contributor to behaviors within organizations, and further has been shown as a mediator
in the relationships of identification and specific outcomes. Scholars often debate the
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differences in the two constructs. Van Knippenberg (2000) reported using confirmatory
factor analysis that affective commitment and identification are indeed empirically
distinct constructs. Further, Van Knippenberg and Sleebos (2006) expanded the
differences between identification and commitment. As identification reflects the selfdefinitional aspects of organizational membership (perceived overlap between the
identities of the individual and organization), commitment is more dependent on social
exchange processes between the individual and the organization. Commitment as an
exchange variable contradicts the nature of OCBs as a discretionary act as depicted by
Organ (1988).
Further, due to the conceptual and operational nature of identification based on
congruence in this dissertation, commitment is not hypothesized. The main objective is
to assess identity congruence (incongruence) based on individuals perceptions of
themselves and the organization. Organizational commitment is relevant to situations of
congruence where it is possible that identification leads to greater commitment thus
towards behavior. However, commitment does not provide explanatory power to the
other behavioral outcomes associated with the remaining three hypotheses. Investigated
specifically is how the perceptions of congruence (or incongruence) lead to different
behavioral outcomes, where individual and organizational perceptions are integrated to
form identification. Organizational commitment does not allow itself to the
differentiation of situations of incongruence where one entity is perceived of having a
stronger moral identity, which here is hypothesized to lead to different behaviors.
This dissertation leans heavily on theories of identity and morality in constructing
hypotheses, in that individuals who derive a sense of self from moral characteristics of
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the self and organization will behave in ways to preserve the identity of the organization.
This is so as the individuals identity is based (at least partially) from connection to the
organization. Whereas pro-organizational behavior is not a totally selfless act, it aids in
increasing the esteem and status of the individual as well.
Alternatively, those who do not perceive a connection to the organization based
on moral terms may not automatically be pushed to act voluntarily in the organization’s
best interest, as those individuals derive little (if any) sense of self from organizational
membership. As, explored interactionally, different behavioral outcomes may ensue
dependant on the type of mismatch between the individual and organization, and the
degree of influence of moral identity.

Table 2.5
Hypothesized Relationships
H1: Strong Moral Identity Congruence is positively associated with OCB
H2: Moral Identity Incongruence with Strong Individual Moral Identity is positively
associated with constructive deviant behaviors
H3: Moral Identity Incongruence with Strong Organizational Moral Identity is
positively associated with counterproductive behaviors and/or destructive deviance
H4: Moral Identity Deficit Congruence is positively associated with organizationally
benefiting misbehavior.

Individuals who share an identity with an organization are likely to focus on
behaviors that preserve and/or protect that identity. Behaviors in accordance with the
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shared identity benefit not only the person, but the organization as a whole. An
underlying force of individuals’ identification with organizations is the need for self
enhancement (Tajfel & Turner, 1979). When this identification is perceived, individuals
strive to promote the prestige and status of the organization, as the identity of the
organization is now also part of their self-concept. In order to maintain the positive
evaluation and prestige of the organization, individuals engage in helping behaviors and
actions above and beyond required work duties. Such conduct is generally characterized
as organizational citizenship behaviors.
A handful of researchers have specifically theorized or empirically tested the
relationship between identification and behaviors characterized under the umbrella of
OCB. As noted by Turner (1982, 1984), identification influences numerous
organizational outcomes including (but not limited to) cooperation and altruism. In a
similar vein, Ashforth and Mael (1989) suggested identification would be connected with
loyalty to and pride in the organization. Dutton and colleagues (1994) proposed that the
stronger the organizational identification (identity overlap), the more likely and more
often employees would engage in OCB.
Hypothesis 1: Strong-Strong Moral Identity Congruence is positively
associated with OCBs.
Disidentification has shown to lead individuals to actively oppose and publicly
criticize target organizations (Elsbach and Bhattacharya, 2001). Investigated specifically
here is the incongruence of identity based upon the importance of features of morality.
Moral Identity incongruence can exist in two forms, one where the individual places a
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great defining importance on morality and the other whether the importance resides in the
organization as a defining aspect.
Bennett and colleagues (2005) suggest that higher levels of moral identity will act
as regulatory mechanisms resulting in the likelihood individuals will violate deviant
organizational norms. Definitionally speaking, these proposed behaviors are deviant in
nature themselves as they violate organizational mores. Herein proposed is that
individuals with higher regards for the moral self in organizations lacking moral identity
will engage in constructive deviant behaviors. As shown by Reynolds and Ceranic
(2007) strong moral identity was related to lower levels of immoral behavior (cheating)
among students. Following in line with the propositions of Bennett et al. (2005) and the
empirical backing of Reynolds and Ceranic (2007), proposed that individuals with a
strong moral identity in organizations perceivably disregarding the importance of moral
identity will not comply with socially considered deviant behaviors. In turn, such
behaviors can be regarded as organizationally deviant, as they violate company norms of
behavior.
Hypothesis 2: Moral Identity Incongruence with Strong Individual Moral
Identity is positively associated with constructive deviant behaviors.
Alternatively, individuals with a moral identity deficit in organizations that are
perceived to place high importance on morality are likely to behave in a more destructive
manner. As noted throughout the literature, identification engenders attachment and
commitment to the organization, whereas members act in accordance to enhance the
position and benefit of the organization (Ashforth & Mael, 1989; Mael & Ashforth,
1992). Those who do not identify (or worse yet disidentify), are not driven towards
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organizationally benefiting behavior as a result of identification. One motivating force
brought about in the literature is moral identity, which has shown to regulate behaviors
deemed appropriate by the organization (Aquino & Reed, 2002). Further, in this case
without the importance of this self-regulating mechanism, moral identity is also not a
motivating force to act in the best interest of the organization. When the organization is
founded in principles deemed moral such as trust, individuals are in a situation to take
advantage of the organization and engage in behaviors that may not be expected or
monitored. This is especially true of those individuals without the regulatory force of
identification or a strong moral identity. Hence, proposed is that individuals with a weak
moral identity (moral identity deficit) paired with an organization of strong perceived
moral identity will be more likely to engage in destructive deviant behaviors.
Hypothesis 3: Moral Identity Incongruence with Strong Organizational
Moral Identity is positively associated with counterproductive behaviors
and/or destructive deviance
Individuals classified into this final quadrant are not categorized as incongruent,
as they define themselves and perceive their organizations as not holding the importance
of morality as a defining attribute. Technically, congruence exists in this situation (one
of moral identity deficit where both individual and organization have weak moral
identites), but is not an identification based on the aspects of morality. If individuals
were to strongly identify with the organization it would not be based in self-defining
issues of morality or ethicality. From an identification perspective, there is no reason to
believe that these individuals would necessarily make the organization targets of
misbehavior, when in fact; socially defined misbehavior may be an organizational norm.
A congruence based in low importance of moral identity (moral identity deficit) may
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encourage behaviors that are deemed deviant by society, with outside others serving as
the behavioral target.
Pertinent to the discussion of counter-normative behaviors, a type of
organizational misbehavior, OMB Type O (Vardi & Wiener, 1996) focuses on behavior
that violates societal norms as opposed to organizational norms. Such actions are
classified as misbehavior by Vardi and Wiener (1996), but not necessarily
organizationally deviant, as they do not violate normative behavior. Such behavior could
still be regarded as beneficial to the organization, but harm a larger faction of individuals
in return (society). Examples of such behaviors are falsifying records to attract a client,
lying to or deceiving customer on the specifications or benefits of a product
Hypothesis 4: Weak-Weak Moral Identity congruence is positively
associated with organizationally benefiting misbehavior.

Chapter Summary
Chapter II presents an overview of the literature of the multiple aspects/levels of
identity, moral identity, and identification. Further this chapter introduces a new
construct of moral identity at the organizational level. Concepts of identity and
identification were shown to have various organizationally directed outcomes.
Behavioral consequences, specifically voluntary behavior, were explored in detail.
Finally, hypotheses were developed and discussed, as relationships among individual
moral identity, organizational moral identity, and moral identity congruence were
proposed. Also, a typology of behavior was introduced predicated on moral identity
congruence (incongruence). Chapter III will present the research methodology, which
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includes a description of the intended sample, the proposed instruments of measure and
procedures for data collection, a discussion of the proposed operationalizations of the
variables, a description of the intended sample, the proposed instruments of measure and
procedures for data collection, and applicable statistical instruments for data analysis.

66

CHAPTER III
METHODOLOGY

The purpose of this chapter is to present and describe the research methodology
utilized in this dissertation. The first section focuses on an overview of the sampling
procedure and sampling frame, followed by a discussion of the research design of the
dissertation with emphasis on the design of the research instrument, the proposed
administration of the instrument, and the expected response rate. The second section
explains in detail the operationalization of each variable of interest. Finally, data
collection procedures and statistical analysis techniques are presented.

Sampling and Sampling Frame
The sampling frame consisted of subjects that were employed or were currently
active members of a specific organization. For the purposes of this study, the sampling
frame was limited to the United States. The model of analysis in the dissertation depicts
four specific quadrants in which the individual and the organization may interact. Using
the data supplied by pretesting, a required sample size was calculated to assure all four
conditions of moral identity congruence/incongruence are adequate for further statistical
testing of the hypotheses.
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Multiple samples were utilized for primary data collection. Prior to this, student
subjects were invited to participate in pre-testing, reliability and validity analysis through
an on-line survey instrument. The students were asked a filter question first to ensure
that either they currently held a job or had been employed within the past year. The pretesting led to the development and purification of the final instrument which was
administered to two different sample populations described below. Different samples
were used to enhance the generalizablity of the results.

Study 1
Members of the Mississippi State University Greek system were surveyed. These
members’ contact information were obtained from the membership directory maintained
by Mississippi State University Office of Greek Life. At the time of the study, the MSU
Greek system consisted of 29 distinct organizations with a total active population of
1,965 members. Of those members, 52 percent (1018) were female and all members
ranged in age from 18-25 years.

Study 2
The second sample was a sample of restaurant workers. The restaurant workers
were chosen as the sample of investigation as they had the opportunity and interactive
abilities on a day to day basis to engage in each of the types of behavioral outcomes
pertinent to this research. Previously, restaurant workers, bartenders specifically, have
been studied due to their dual contact with both customers and management (Eddleston,
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Kidder, & Litzky, 2002). Further this specific categorization of workers has been studied
in conjunction with deviant behaviors in organizations (Eddleston et al., 2002; Litzky,
Eddleston, & Kidder, 2006). Workers from 5 restaurants in 3 different cities in
Mississippi were surveyed at mandatory employee meetings.
All members of the participating Greek organizations received an email inviting
them to complete the questionnaire. The restaurant workers were surveyed in person on
site at the employee meetings. Hence, they were selected simply by virtue of their
employment or membership. The researcher did not have access to the names of those
who receive the questionnaire or participate.

Research Design
Data for this dissertation were collected primarily with survey instruments via
web-based surveys and pen and paper surveys. All potential subjects from the Greek
community were sent emails explaining the study and providing them a link to access the
on-line survey. All items were collected utilizing the on-line survey instrument, which
participants will voluntarily fill out. Data from the industry workers were collected on
site, then immediately entered into and excel document.
Czaja and Blair (2005) outlined three major factors pertinent to research method
selection: Administrative and resource factors (e.g, cost), Questionnaire issues (length),
and Data-quality issues (response biases). For the purposes of this study, an email based
survey was employed. The literature on survey research methodology has shown a surge
in usage of web-based surveys (Couper, Traugott, & Lamias, 2001). Czaja and Blair
(2005) cited a number of specific advantages for the administration of an internet survey.
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Among the advantages of web-based instruments are speed, cost, and ease of
administration. However, with advantages come disadvantages. Potential disadvantages
include sampling bias, survey length (must be shorter) and aesthetics (to fit varying
screen sizes). Web-based surveys are suited to organizational settings and other groups
where coverage error can be reduced (Schaefer & Dillman, 1998). Any of the other
disadvantages presented earlier can be overcome through proper survey construction.
Subjects were asked to visit a website which contains an electronic questionnaire.
An invitation was sent to them in an email with a link to the survey instrument. The
survey was anonymous and no identifiers were used. The intended survey items will be
discussed fully and presented later in this chapter.

Response Rate
To encourage response rate, Schaeffer and Dillman (1998) suggest the
employment of multiple contacts with respondents as well as personalization of contacts
with respondents. Personalization was not as easily addressed in this study, as anonymity
is stressed and identifiers are non-existent. Anonymity was a priority in this study and
the response rate may suffer in effort to ensure it for the subjects. The subject matter of
the study (identity perceptions and self-reported work behaviors) was highly sensitive,
and secured anonymity may induce potential respondents to take part as they feel their
information is kept private and the researchers are not able to identify them. To further
enhance response rate, multiple contacts were addressed as repeat invitations were sent to
members one week following the initial invitation distribution. All subjects received the
email, as there was no notation as to which subjects participated and which ones did not.
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Repetitious emails could potentially anger individuals who have already participated.
The reminder email thanked those who have participated and encouraged them to not
participate more than once.

Data Collection and Analysis
The pre-testing of measures involved a sample consisting of currently employed
students who answered questions pertaining to themselves and their employing
organization. These data were used to conduct tests on the reliability and validity of the
proposed measures.
All data were collected from anonymous volunteers via a web page which does
not identify the participant’s name, place of work, IP address, or any other identifiable
information. Subjects received an email from the Mississippi State University email
address of the primary researcher.
As participants respond to the survey, the data was immediately coded into an
Excel spreadsheet which was uploaded into a statistical software package for further
analysis. At every stage the data (either in excel format or SPSS format) were saved
onto disk and kept locked securely in a safe, as to further ensure security of responses.
The data were secured by the principal researcher.
The restaurant workers were asked to fill out the survey instrument at the
beginning of mandatory employee meetings. The owners and managers were not present
during the time at which subjects filled out the surveys and all employees were instructed
that their participation was strictly voluntary and their responses would remain
confidential.
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Operationalization of Research Variables
In general, the measures for constructs explored in this dissertation were based on
existing scales. For two specific measures (Perceived Organizational Moral Identity and
Organizational Misbehavior Type O), the scales were developed from scratch. Even as
these items were developed and adapted from current measures, steps are needed to
ensure reliability and validity of these measures. The validation of these scales is
addressed further in the analysis section of this chapter.

Individual Moral Identity.
Moral identity refers to a personal collection of traits upon which one bases self
definition (Aquino & Reed, 2002). Moral identity was assessed using Aquino and Reed’s
(2002) ten-item measure, with 5 items assessing the subscale of internalization and 5
items assessing the subscale of symbolization (as shown in Table 3.1). Internalization
refers to the degree to which moral traits are deeply rooted in an individual’s self concept.
Symbolization reflects the degree to which these moral traits are manifest publicly
through the individual’s actions in society. This assessment lists a number of traits
(caring, compassionate, fair, friendly, generous, helpful, hardworking, honest, kind) and
the respondent was asked to evaluate the degree of importance of these characteristics by
various question items.
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Table 3.1
Individual Moral Identity Items
Listed below are some characteristics that might describe a person:
Caring, Compassionate, Fair, Friendly, Generous, Helpful, Hardworking,
Honest, Kind

Disagree

Neither

Agree

Strongly
Agree

1. It would make me feel good to be a person who
has these characteristics. (I)

Strongly
Disagree

The person with these characteristics could be you or it could be someone
else. For a moment, visualize in your mind the kind of person who has these
characteristics. Imagine how that person would think, feel, and act. When you
have a clear image of what this person would be like, answer the following
questions.

1

2

3

4

5

2. Being someone who has these characteristics is
1
2
3
4
an important part of who I am. (I)
3. I often wear clothes that identify me as having
1
2
3
4
these characteristics. (S)
4. I would be ashamed to be a person who has these
1
2
3
4
characteristics. (I) (R)
5. The types of things I do in my spare time (e.g.,
hobbies) clearly identify me as having these
1
2
3
4
characteristics. (S)
6. The kinds of books and magazines that I read
1
2
3
4
identify me as having these characteristics. (S)
7. Having these characteristics is not really
1
2
3
4
important to me. (I) (R)
8. The fact that I have these characteristics is
communicated to others by my membership in
1
2
3
4
certain organizations. (S)
9. I am actively involved in activities that
communicate to others that I have these
1
2
3
4
characteristics. (S)
10. I strongly desire to have these characteristics. (I)
1
2
3
4
Notes: I = internalization, S = symbolization, and R = reverse coded.
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5
5
5
5
5
5
5

5
5

Organizational Moral Identity
Organizational identity has been characterized by what is central, enduring and
distinctive about an organization (Albert & Whetten, 1985). Further, Hatch and Schultz
(1997, 2000) assert the dynamics of an organization’s identity involve the amalgamation
of the culture and image of the organization. The two facets mirror the construction of
individual level moral identity in that one represents an internalized structure and the
other is a outwardly symbolic gesture to how the individual (or organization) is
perceived. The construct of organizational moral identity anchors an identity claim
focused on a moral disposition and was evaluated along two dimensions, just as moral
identity was assessed for individuals. Individuals responded to the degree to which they
perceived their organization as embodying certain moral traits. The survey items
developed by Aquino and Reed (2002) were adapted to reflect the construct at the
perceived organizational level.
The original traits developed by Aquino and Reed (2002) assessing moral identity
at the individual level are: Caring, Compassion, Fair, Friendly, Generous, Helpful,
Hardworking, Honest, and Kind. Several of these traits are relevant to embody the
perceived moral identity of the organization, although new traits were added. Synonyms
of the terms ethical and moral were added to the original list of terms generated by the
research of Aquino and Reed (2002). In sum, 28 traits were presented to 11 doctoral
students either current and formerly enrolled in a scale development course. The list of
traits was generated using synonyms of the traits from Aquino & Reed. (2002). The
judges were asked to indicate the extent which they agree that each trait listed is a
defining attribute of a moral organization on a 5 point lickert scale.
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Mirroring Aquino and Reed’s (2002) measure, the nine highest scoring traits
(based on mean values) were selected for inclusion. These traits were by no means
exhaustive of the characteristics of a moral organization. Table 3.2 lists the traits and
their associated mean scores, with the nine traits with the highest means highlighted.
Each of the selected traits had a mean value of 4.0 or higher on a 5 point scale. Honest,
Ethical, Honorable, Fair, Trustworthy, Principled, Compassionate, Caring, and Charitable
were the traits used in this study to typify an organizational moral identity. As mentioned
previously, following Aquino and Reed (2002), these traits are not exhaustive of a moral
organization. The items were subjected to validity tests, which will be discussed in
greater detail later in this chapter.
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Table 3.2
Organizational Moral Identity Traits
Trait
Honest
Ethical
Honorable
Fair
Trustworthy
Principled
Compassionate
Caring
Charitable
Loyal
Considerate
Benevolent
Dependable
Understanding
Righteous
Kind
Proper
Helpful
Supportive
Generous
Forgiving
Decent
Giving
Hardworking
Friendly
Religious
Ruthless
Selfish

N
11
11
11
11
11
11
11
11
11
11
11
11
11
11
11
11
11
11
11
11
11
11
11
11
11
11
11
11

Mean
4.82
4.82
4.73
4.64
4.55
4.36
4.18
4.09
4.00
3.91
3.91
3.82
3.73
3.73
3.64
3.55
3.45
3.45
3.36
3.27
3.18
3.18
3.00
2.91
2.73
2.36
1.36
1.18

Next, items were generated to represent the internalization and symbolization
dimensions of organizational moral identity. Items were adapted from the individual
moral identity scale, and other scales assessing internal and external representations of an
organization. For example, for symbolization, Dutton and Dukerich’s (1991) scale of
construed external image was applied for two items; and for internalization, Singhapakdi
and Vitell’s (2007) scale of institutionalization of ethics was applied for one item. The
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total item pool consists of 14 items (7 for each dimension) and follows the same structure
as the scale for individual moral identity (see Table 3.3)
Following previous research, the dependent variables were assessed by asking
individuals to indicate on a 7 point scale (1 = never, 7 = always) how often they engage
in certain behaviors. Due to the focus of the dissertation (relationship of individuals’ and
their organization) each construct was assessed only for behaviors with the given
organization as the target (for either benefit or harm), as opposed to behaviors on an
interpersonal basis.
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Table 3.3
Organizational Moral Identity Items
Listed below are some characteristics that might describe an organization:
Honest, Ethical, Honorable, Fair, Trustworthy, Principled, Compassionate,
Caring, and Charitable

1. Being an organization who has these
characteristics is an important part of who
1
2
3
4
my organization is (I)
2. Having these characteristics is an important
1
2
3
4
part of my organization's sense of self. (I)
3. My organization strongly desires to have
1
2
3
4
these characteristics. (I)
4. These characteristics are unimportant to my
1
2
3
4
organization (I)(R)
5. Behavior in line with these characteristics is
1
2
3
4
the norm in my organization (I)
6. My organization values these characteristics
1
2
3
4
as much as profits and performance. (I)
7. These characteristics guide decision making
1
2
3
4
in my organization (I)
8. When people describe my organization, they
1
2
3
4
use these characteristics (S)
9. My organization is involved in activities that
communicate to others that it has these
1
2
3
4
characteristics. (S)
10. Members of the community view my
1
2
3
4
organization has having these traits (S)
11. My organization projects these
1
2
3
4
characteristics to its customers (S)
12. People rarely associate my organization with
1
2
3
4
these characteristics (S)(R)
13. My organization's reputation is tied to these
1
2
3
4
characteristics (S)
14. People expect my organization to engage in
activities in accordance with these
1
2
3
4
characteristics (S)
Notes: I = internalization, S = symbolization, and R = reverse coded.
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Strongly
Agree

Agree

Neither

Disagree

Strongly
Disagree

Please answer each question as it relates to your organization.

5
5
5
5
5
5
5
5
5
5
5
5
5
5

Organizational Citizenship Behaviors
Organizational citizenship behaviors are extra-role or pro-social behaviors
performed outside the normal scope of job responsibilities or duties (Morrison, 1994) and
have been defined as “individual contributions in the workplace that go beyond role
requirements and contractually rewarded job achievements” (Organ & Ryan, 1995: 775).
Organizational citizenship behaviors are operationalized by using the measurement items
from Lee & Allen (2002) (as shown in Table 3.4). These authors created an 8 item
measure from prior scales of citizen behaviors targeted specifically for the benefit of the
organization.

Table 3.4
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Twice a
year

Several
times a year

Monthly

Weekly

Daily

2. Keep up with developments in the organization.
3. Defend the organization when others criticize it.
4. Show pride when representing the organization
in public.
5. Offer ideas to improve the functioning of the
organization.
6. Express loyalty toward the organization.
7. Take action to protect the organization from
potential problems.
8. Demonstrate concern about the image of the
organization

Once a
year

1. Attend functions that are not required but that
help the organizational image.

Never

Organizational Citizenship Behaviors

1

2

3

4

5

6

7

1
1

2
2

3
3

4
4

5
5

6
6

7
7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

Organizational Constructive Deviant Behaviors
Constructive deviance constitutes actions which violate organizational norms, but
that are socially or organizationally beneficial. Galperin (2002) has categorized
constructive deviant behaviors into three categories: innovative organizational
constructive deviance, challenging organizational constructive deviance, and
interpersonal constructive deviance. For the purposes of this study, innovative
organizational deviance was omitted as it does not explicitly address norm violation, as
behavior violating organizational norms is chief to the definition of deviant behavior.
Further, as noted previously, the focus of this dissertation was behaviors directed towards
the organization, interpersonal organizational constructive deviance was omitted as well.
The dimension of challenging organizational constructive deviance was shown below in
Table 3.5. The scale used in this study consisted of 6 items assessing organizational
constructive deviance.
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Table 3.5

Several
times a year

Monthly

Weekly

Daily

4. Bent a rule to satisfy a customer’s needs (C)

Twice a
year

2. Violated company procedures in order to solve a
problem (C)
3. Departed from organizational procedures to
solve a customer’s problem (C)

Once a
year

1. Sought to bend or break the rules in order to
perform your job (C)

Never

Organizational Constructive Deviant Behaviors

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

4

5

6

7

4

5

6

7

5. Departed from dysfunctional organizational
1
2
3
policies or procedures to solve a problem (C)
6. Departed from organizational requirements in
order to increase the quality of services or
1
2
3
products (C)
Notes: C = Challenging Organizational Deviance

Organizational Destructive Deviant Behaviors
Destructive deviance, as described by Robinson and Bennett (1995), relates to
behaviors that breach significant organizational norms and endanger the well being of the
organization, its members, or both. Further, as articulated by Robinson and Bennett
(1995) destructive deviant behaviors range in terms of severity from minor to major
forms. Multiple sources are available for assessment of these behaviors. Most often used
are those of Robinson and Bennett (2000). Specific for this dissertation were deviant
behaviors directed towards the organization, and omitted were those behaviors of an
interpersonal nature. The scale consisted of 12 items as shown below in Table 3.6.
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Table 3.6

Monthly

Weekly

Daily

Come in late to work without permission
Litter your work environment
Neglect to follow your boss's instructions
Intentionally work slower than you can have
work
9. Discuss confidential company information with
an unauthorized person
10. Use an illegal drug or consume alcohol on the
job
11. Put little effort into your work
12. Drag out work in order to get overtime

Several
times a year

5.
6.
7.
8.

Twice a
year

2. Spend too much time fantasizing or daydreaming
instead of working
3. Falsify a receipt to get reimbursed for more
money than you spent on business expenses
4. Take an additional or longer break than is
acceptable at your workplace

Once a
year

1. Taken property from work without permission

Never

Organizational Destructive Deviant Behaviors

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1
1
1

2
2
2

3
3
3

4
4
4

5
5
5

6
6
6

7
7
7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1
1

2
2

3
3

4
4

5
5

6
6

7
7

Organizationally Benefiting Misbehavior
Organizational misbehaviors that are primarily intended to benefit the
organization as an entity have been classified as OMB Type O (Vardi & Weiner, 1996).
These behaviors are usually aimed at external targets, such as other organizations,
customers, or any other social institutions and agencies (Vardi & Weitz, 2004). Examples
of such behaviors can include falsifying reports or other documents to enhance the
probability of obtaining a contract for the organization or deceiving a customer to make a
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sale for the company. A caveat to OMB Type O is that the underlying beneficiary of the
behavior is targeted at the organization, not the individual.
This specific category of behavior differs from that outlined by the
characterizations of most types of deviance and counterproductivity as this specific
behavior (organizationally benefiting misbehavior) does not necessarily violate
organizational norms, nor intend to harm the organization. As stated previously, the
harmful intent is directed at some entity outside the organization. The deviance is not
encapsulated within the organization, but towards society in general. Organizationally
benefiting misbehavior is similar theoretically to destructive conformity as described by
Warren (2003). Destructive conformity is behavior that conforms to the norms of a
reference group, but violates hypernorms of society in general.
As noted earlier, a survey based instrument for Organizationally Benefiting
Misbehavior does not currently exist in the literature and must be created for the purposes
of this study. The item pool for this measure was constructed from previous measures of
unethical behaviors (Chen & Tang, 2006; Peterson, 2002) and the guidance of 8 expert
judges (consisting of both faculty members and industry workers). To qualify as a
measure of organizationally benefiting misbehavior, each item had to satisfy two
requirements, in that the behavior must serve to benefit or protect the organization and
violate an overarching social norm. The populated item list consisted of 10 items (as
shown in figure 3.7). The proposed scale followed the same root question and 7 point
lickert scale as the other behavioral measures, and was subjected to purification and
construct validity assessments.
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Table 3.7

Several
times a year

Monthly

Weekly

Daily

5. Provide false or misleading information
about your organization to protect it or
enhance its standing
6. Fail to cooperate in an investigation to
protect your organization
7. Fail to report unethical or illegal behaviors
to protect your organization
8. Overlook the interests of another party in
favor of the interests of your organization
9. Violate some code, standard or law on
behalf of your organization
10. Exaggerate information about your
organization to others in order to make your
organization look better

Twice a
year

2. Lie to protect your organization from harm
3. Withhold information to others concerning
your organization to protect it or enhance its
standing
4. Falsify documents to protect your
organization

Once a
year

1. Engage in deceptive sales or marketing
practices to benefit your organization

Never

Organizationally Benefiting Misbehaviors

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

Demographic Information
General demographic information questions were asked of the participants in this
study. Participants were asked to complete a demographic portion of the survey, to
obtain information regarding: (a) age, (b) sex, (c) race, (d) job title, (e) organizational
tenure. Organizational tenure is a topic of debate in studies of identification. A number
of studies include tenure as either a control variable (e.g., Reade, 2001) or as an
independent variable (e.g. Iyer, Bamber, & Barefield, 1997). Both these studies found
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tenure to have no relationship with organizational identification. Other studies (e.g.
Barker & Tompkins, 1994; Scott, 1997) found positive relationships. George and
Chattopadhyay (2005) noted these discrepancies in the literature and examined the
relationship of identification and tenure. Their study found no support for the
hypothesized relationship. Therefore, organizational tenure was not controlled for in this
study.

Validity Analysis
As noted previously, items were needed to assess the intended constructs of
organizational moral identity and organizationally benefiting misbehavior. Even as these
measures were primarily adapted from existing constructs, it was important to ensure that
the scales fit the research intentions and adequately assess the construct domain. Hence, it
was vital to assess the construct validity of these new measures. This was accomplished
in the pilot study phase through confirmatory factor analysis (CFA), testing of both
convergent and discriminant validity.
Convergent validity is the degree to which items of a scale are similar to other
items in which they share theoretical similarity (Fornell & Lacker, 1981). Discriminant
validity is the degree to which measures of a construct differ from measures of other
constructs and this should be greater than the difference of measures within a construct
(Fornell & Lacker, 1981). Put differently, this is an assessment of the shared variance
between different constructs. To assess convergent validity in this dissertation, average
variance extracted procedures were employed. Average variance extracted is calculated
by taking the sum of all squared multiple correlations of the items of a scale and dividing
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this by the number of items in the scale. According to Fornell and Lacker (1981), for
existence of convergent validity the result should be larger than 0.50.
Once all scales have shown convergent validity, they then should be entered into a
Cook’s correlation analysis, where the correlation results should then be squared. From
this, discriminant validity can be assessed by comparing the average variance extracted of
each scale with its corresponding squared correlations. Discrinimant validity can be
declared if all squared correlations are less than the average variance extracted (Fornell &
Lacker, 1981).

Data Analysis
Measurements of congruence or fit can be compartmentalized into three
variations; perceived fit, subjective fit and objective fit (Kristof, 1996). Perceived fit
involves asking the respondents to describe themselves and the organization on similar
dimensions. Subjective fit measures ask the respondents the degree to which they feel
their own characteristics match that of the organization. Objective fit techniques ask
individuals to describe aspects about themselves, but descriptions of organizational
characteristics are collected from other sources.
Criticisms for each method exist. Subjective measurements have been critiqued
as they confound the constructs of the person and the organizational environment,
thereby preventing estimation of their independent effects (Kristof, 1996). Further, as
stated by Kristof (1996: 14) distinguishing perceived and objective measures “Perception
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of organizational characteristics may have a stronger influence on individual outcomes
variables…than would fit with an organization’s actual characteristics.”
As shown in Table 3.6, hypotheses 1 through 4 predict that different
individualized perceptions of one’s moral identity congruence with the organization will
have differing behavioral outcomes. The assessment of moral identity congruence,
incongruence and its effect on behavioral outcomes requires measuring the degree of
congruence between perceived individuals’ moral identity and perceived organizational
moral identity. Traditionally, some organizational researchers have investigated such
relationship using difference scores. Difference scores usually consist of the algebraic
2

(X-Y), absolute |X-Y|, or squared difference (X-Y) between measures of two entities
(Edwards & Parry, 1993). However, despite their widespread use, difference scores
have been repeatedly criticized (e.g., Edwards, 1994) as an assessment of fit or
congruence for a variety of reasons. A key rationale for criticism of difference scores is
the conceptual ambiguity that results from the loss of specificity of the data masking the
individual contribution of each element. Second is that the absolute values of the
individual or organizational variable are lost, as well as the direction of the variables.
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Table 3.8
Hypothesized Relationships and Statistical Procedures
H1: Strong Moral Identity Congruence is positively
associated with OCBs
Moral Identity Incongruence with Strong Individual
H2: Moral Identity is positively associated with constructive
deviant behaviors

Polynomial
Regression
Analysis
Polynomial
Regression
Analysis

ǻR2

ǻR2

Moral Identity Incongruence with Strong Organizational Polynomial
Regression
H3: Moral Identity is positively associated with destructive
Analysis
deviant behaviors

ǻR2

Polynomial
H4: Moral Identity Deficit Congruence is positively
associated with organizationally benefiting misbehavior. Regression
Analysis

ǻR2

To remedy these issues, Edwards and colleagues (Edwards & Parry 1993;
Edwards 1994) offer an alterative approach, polynomial regression. Edwards’ procedure
is based on the principles that the relationship between two entities (i.e. individual and
organizational moral identities) and an outcome (behavior) should be considered in three
dimensions and the constraints should not be imposed, but tested as hypotheses that
would lend credence to the conceptual model (Edwards, 1994).
Initially, Edwards’ recommends to scale-center the predictor variables, with the
midpoint subtracted from each scale score. In this case, for both moral identities, the
midpoint of the scales was 3, thereby transforming scores from a range of 1 to 5 to a
range of -2 to 2. This was done to reduce potential multicollinearity in regression
analyses and provide for a more meaningful interpretation of the individual value
coefficients when the quadratic terms are included (Neter, Wasserman, & Kutner, 1989).
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Next, Edwards (1994) recommends that first the constrained form of the
regression equation (e.g., the linear form of the perceived individual and organizational
numerical values that comprise the difference measure) be entered. Following this,
unconstrained regression equations should be run including the quadratic form and, if
necessary, the cubic form of the difference score. If the inclusion of these higher-order
(quadratic) terms results in effects that are more significant and exhibit an additional
explained variance, then there is support for a congruence effect. To determine if
significance in the equations exists, Edwards (1994) recommends testing the increment in
R2 of the unconstrained equation over the constrained one.
In keeping with the recommendations, the following regression equation were
used to assess the moral identity congruence effects for behavioral outcomes.

Constrained

Z = b0 + b1I + b2O e

Unconstrained

Z = b0 + b1I + b2O +b3I2 + b4IO + b5O2 + e

Within this regression equation, several terms are included to most adequately investigate
the unique contributions of both individual and organizational moral identity as well as
the congruence of both to different behavioral outcomes (Hypotheses 1-4). In this
equation, Z represents the dependent behavioral variables associated with hypothesis, I
represents individual moral identity, and O characterizes perceived organizational moral
identity. This analytic strategy allows for investigation of curvilinear models and more
complex relationships than can be accomplished via traditional difference scores.
If, indeed, the change in R2 was significant for the unconstrained equation over
the constrained one, interpretation of the regression coefficients through the use of
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response surface methodology followed. A three-dimensional depiction of the
relationship of moral identity congruence and a specific behavioral outcome fully allows
the testing and development of hypotheses regarding the effects of congruence that take
into account the full range of both component measures (Edwards, 2002: 360). In order
to make inferences based on the surface plot, t-tests were conducted to indicate
significance of the slopes comprising the graph area. Using the procedures outline by
Ostroff, Shin, and Kinicki (2005), slopes of the lines of fit and misfit were tested. When
both slopes within the three-dimensional plot are statistically significant, inferences could
be made regarding behavioral outcomes in regard to the interaction of individual and
moral identity.

Chapter Summary
This chapter has illustrated the potential sources of data and relevant sampling
frame, a detailed description of the operationalization of variables in the dissertation, a
discussion of validity issues pertaining to newly created measures, and the proposed
techniques to analyze the data. The methodology described above will provide the
foundation to explain how the empirical tests of the models were conducted. By using
the aforementioned techniques, this research seeks to offer the most thorough
investigation of the intricacies of moral identity congruence and subsequent behavioral
outcomes. The results of the empirical analysis will be presented in the subsequent
chapter.
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CHAPTER IV
RESEARCH RESULTS

This chapter provides a comprehensive review of the empirical results, including
the statistical analyses utilized to test the hypotheses. The sections of the chapter include
1) pretest administration and analysis; 2) study 1 individual level analysis of the data; 3)
study 1 aggregated analysis of the data; 4) study 1 testing of hypothesized relationships;
5) study 2 individual level analysis of the data; 6) study 2 aggregated analysis of the data;
7) study 2 testing of hypothesized relationships; 8) summary of the chapter.

Pretest
As mentioned in Chapter III, students in the college of business and industry were
surveyed for the purposes of pretesting proposed scale items. All six study constructs
(Individual Moral Identity, Organizational Moral Identity, Organizational Citizenship
Behavior, Organizational Constructive Deviance, Organizational Destructive Deviance,
and Organizationally Benefiting Misbehavior) were assessed in the pretest. A filter
question was asked to ensure that each individual was currently employed or had been so
within the past 12 months. A total of 167 employed students participated.
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Demographic Characteristics
Respondents were asked to indicate their gender, age, ethnic affiliation and
employment industry. Table 4.1 provides a summary of the demographic characteristics
of the pretest sample. Nearly seven out of every ten respondents were male. The
overwhelming majority of the respondents (87.9%) were 19-25 years of age. Slightly
more than seven in ten respondents classified themselves as Caucasian, and more than
two in every ten were African American. Industry classifications were more dispersed
with a plurality of respondents working within the service industry.

Table 4.1
Demographic Characteristics
Demographic
Characteristics
Gender
Age (years)

Ethnic Make-Up

Industry

n
Male
Female
19-25
26-30
> 30
White
African
American
Asian
Arab
Other
Service
Retail
Education
Construction
Administrative
Other
92

69%
31%
87.9%
9.1%
3.0%
72.70%
22.40%

115
52
147
15
5
121
38

1.80%
1.20%
1.90%
29.70%
16.50%
11.40%
7.00%
6.30%
29.10%

3
2
3
50
27
18
12
11
49

Dimensionality and Reliability
Two new scales (organizational moral identity and organizationally benefiting
misbehavior) were constructed for the purposes of the dissertation, and it was necessary
to assess the preliminary dimensionality and reliability of each measure used for
hypothesis testing. A principle component factor analysis (PCA) with varimax rotation
was performed on each of the new scales used in this study (n=167). Dimensionality was
assessed by examining the factor loadings for each item. Items with factor loadings of
greater than .50 on their hypothesized factor and without crossloadings above .40 were
considered adequate indicators of each factor (Hair et. al, 2006).
Additionally, confirmatory factor analysis (CFA) was performed on the items
using LISREL 8.30 (Joreskog & Sorbom, 1999). Maximum likelihood estimation was
used and the covariances for the proposed factor models were analyzed. Goodness of fit
indices were examined to determine the degree to which the models fit the data. If the
majority of fit indices met or exceeded their associated rules of thumb, then a particular
model was assumed to in fact fit the relevant data and to be acceptable for further use
(Bollen, 1989; Hoyle & Panter, 1995; Hu & Bentler, 1995). CFA results for each
measure and coefficient alphas are reported in subsequent sections.

Organizational Moral Identity
This scale was modeled after the Individual Moral Identity measure (Aquino &
reed, 2002). A principle component analysis with varimax rotation was performed as an
initial test on the fourteen items (7 for each dimension). Initially, utilizing the eigenvalue
greater than or equal to 1 rule of thumb, a two factor model was extracted, but a number
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of items crossloaded onto multiple factors. Multiple significant crossloadings were
observed, and these items were flagged for potential removal in the next step. One item
was initially removed (OrgMIdS12) as it failed to load on either its intended factor or the
other factor. The items and their loadings are summarized in Table 4.2. The PCA was
the first step in dimensionality testing and further testing was needed to fully assess the
scale and its items.

Table 4.2
PCA of Organizational Moral Identity
Item
OrgMIdI1
OrgMIdI2
OrgMIdI3
OrgMIdI4
OrgMIdI5
OrgMIdI6
OrgMIdI7
OrgMIdS8
OrgMIdS9
OrgMIdS10
OrgMIdS11
OrgMIdS13
OrgMIdS14
Eigenvalue

Loadings
Internal Symbol
0.874
0.858
0.634
0.485
0.627
0.494
0.572
0.541
0.607
0.425
0.648
0.743
0.710
0.833
0.694
0.799
0.755
3.462
4.957

In order to further investigate the dimensionality of the construct and the
troublesome items, it was necessary to also conduct a CFA on the items. Similar to the
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results generated by the PCA exploratory analysis all seven items loaded significantly at
the .05 level according to the t-values of each parameter estimate (Bagozzi & Yi, 1988).
However, modification indices suggested that improved fit could be achieved through the
removal of three items. After the removal of the items, fit indices improved. In addition,
the majority of the squared multiple correlations (SMCs) of the manifest variables
indicated acceptable values. Therefore, five items remained to comprise the
Organizational Moral Identity Internalization measure, and five items were left to
comprise the Organizational Moral Identity Symbolization dimension. These results are
presented in Table 4.3.

Table 4.3
CFA of Organizational Moral Identity
Item

Organizational
Moral Identity
–
Internalization

Parameter
SMC
Estimate* Value**

OrgMIdI2

Fixed

0.51

OrgMIdI3
0.51
8.71
OrgMIdI5
0.60
9.43
OrgMIdI6
0.71
10.20
OrgMIdI7
0.61
9.50
Organizational OrgMIdS8
Fixed
0.59
Moral Identity OrgMIdS9
0.52
9.55
–
OrgMIdS10
0.66
10.91
Symbolization
OrgMIdS11
0.66
10.92
OrgMIdS12
0.56
9.90
* Bold values indicate a t-value that has exceeded
levels of significance (>1.96)
** Squared multiple correlations for the manifest
variables.
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Table 4.4 contains fit measures for the two dimensional scale of Organizational
Moral Identity, and their generally accepted rules of thumb. Bold values indicate a value
that has exceeded the recommended rule of thumb for that particular fit index. Given the
supportive evidence of fairly good SMC values and supportive model fit indices, the five
items for each scale were assessed for reliability, resulting in a Cronbach’s alpha of .869
for Organizational Moral Identity Internalization and a Cronbach’s alpha of .879 for
Organizational Moral Identity Symbolization.

Table 4.4
Model Fit Indices for Organizational Moral Identity
Statistic

Suggested Obtained
Rule of
Value*
Thumb

Ȥ2

73.41

Degrees of
freedom
Ȥ2 Sig.
(Joreskog &
Sorbom, 2001)
GFI (Joreskog
& Sorbom,
2001)
AGFI(Joreskog
& Sorbom,
2001)
NFI (Bentler &
Bonnet, 1980)

34
p > .05

0.00

> .90

0.92

> .80

0.87

> .90

0.92

*Bold values indicate a value that has
exceeded the recommended rule of
thumb for that particular fit index.
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Organizationally Benefiting Misbehavior
For the purposes of the dissertation a 10 item scale was constructed to assess
organizationally benefiting misbehaviors. These are behaviors that violate some social
norm, but that protect or benefit the referent organization. Using the eigenvalue greater
than or equal to 1 rule of thumb, a two factor model emerged. Removing two items
resulted in a single factor model. The items and their loadings are summarized in Table
4.5. The PCA was the first step in dimensionality testing and further testing was needed
to fully assess the scale and its items.

Table 4.5
PCA Loading for Organizationally Benefiting Misbehavior
Item
OBMB 1

Loading
0.753

OBMB 2
OBMB 3
OBMB 4
OBMB 5
OBMB 6
OBMB 8
OBMB 10
Eigenvalue

0.846
0.749
0.765
0.808
0.728
0.698
0.666
4.542

Similar to the results generated by the PCA exploratory analysis, a CFA revealed
that these eight items loaded significantly at the .05 level according to the t-values of
each parameter estimate (Bagozzi & Yi, 1988). Modification indices suggested that
improved fit could be achieved through the removal of two items. After these items were
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removed, fit indices did indeed improve. In addition, squared multiple correlations
(SMCs) of the manifest variables all indicate acceptable values. These results are
presented in Table 4.6.

Table 4.6
CFA of Organizationally Benefiting Misbehavior
Item

Parameter
Estimate*

SMC
Value**

OBMB 1

Fixed

0.53

OBMB 2
0.77
10.48
OBMB 3
0.52
8.80
OBMB 5
0.52
8.78
OBMB 8
0.39
7.66
OBMB
0.40
7.68
10
* Bold values indicate a t-value
that has exceeded levels of
significance (>1.96)
**Squared multiple correlations for
the manifest variables.

Table 4.7 contains fit measures for the OBMB Scale, and their generally accepted
rules of thumb. Bold values indicate a value that has exceeded the recommended rule of
thumb for that particular fit index. Given the supportive evidence of fairly good SMC
values and supportive model fit indices, the six items for OBMB were assessed for
reliability with a resulting Cronbach’s alpha of .855.
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Table 4.7
Model Fit Indices for Organizationally Benefiting Misbehavior
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

20.18

Degrees of
freedom

9

Ȥ2 Sig. (Joreskog
& Sorbom,
2001)
GFI (Joreskog &
Sorbom, 2001)

p > .05

0.02

> .90

0.96

AGFI(Joreskog
& Sorbom,
2001)
NFI (Bentler &
Bonnet, 1980)

> .80

0.91

> .90

0.95

*Bold values indicate a value that has
exceeded the recommended rule of thumb for
that particular fit index.

Study 1
An email invitation to participate in a survey was emailed to all current, active
members of the Mississippi State University Greek system (1,965 members in 29
different fraternities and sororities). Potential participants were sent an email from the
Assistant Director of the Colvard Student Union along with a formal invitation and
explanation of the study. Multiple reminder emails were sent and student members were
encouraged to participate.
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A total of 532 student members participated in the online survey. Six respondents
who did not fully complete the survey on each item of the study variables were
eliminated, resulting in 526 usable responses for a response rate of 27 percent.

Demographic Characteristics
Respondents were asked to indicate their gender, organizational tenure and list
any current position held within the organization. Table 4.8 provides a summary of the
demographic characteristics of the sample. Slightly more than six in ten respondents
were female and slightly more than seven in ten respondents had been a member of their
respective organization for two years or less. Almost half of the respondents were
committee members, committee chairs, or officers in their respective organization.
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Table 4.8
Demographic Characteristics
Demographic
Characteristics

Gender
Organizational
Tenure

Organization
Position

Male
Female

37.0%
63.0%
36.6%
Less than 1 year
33.9%
1-2 years
15.2%
2-3 years
12.6%
3-4 years
1.7%
4 years or more
President
2.28%
Vice Preseident
3.42%
Secretary/Treasurer 2.66%
Committee Chair
16.35%
Committee
21.48%
Member
Other
53.80%

n
195
331
193
178
80
66
9
12
18
14
86
113
283

Although most of the measurement scales used in this dissertation were
previously existing measures, most also were relatively new and infrequently utilized.
Thus, it was deemed necessary to assess the dimensionality and reliability of each
measure prior to aggregation and final testing. First, a principle component factor
analysis (PCA) using varimax rotation was performed on each of the scales proposed to
measure the six constructs used in this study (n = 526). Dimensionality was assessed by
examining the factor loadings for each item. Items with factor loadings of greater than
.50 on the factor with which they were hypothesized to correspond, and without
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crossloadings above .40 were considered adequate indicators of that factor (Hair et. al,
2006).
Next, the reliability for each scale was assessed. Cronbach’s (1951) coefficient
alpha is widely used to assess the reliability of multi-item scales and evaluates the
internal consistency of the model constructs. Nunnally (1978) suggested that a set of
items with a coefficient alpha greater than .70 is considered internally consistent.
Coefficient alpha results for each measure will be reported in subsequent sections.
Additionally, confirmatory factor analysis (CFA) was performed on each measure
using LISREL 8.30 (Joreskog & Sorbom, 1999). Maximum likelihood estimation was
used and the covariances for the proposed factor models were analyzed. Goodness of fit
indices were examined to determine the degree to which the models fit the data. Since
there is no definitive standard for fit, a variety of indices were employed. These indices
along with their associated rules of thumb are reported on each of the respective factor
models. If the majority of fit indices meet or exceed their associated rules of thumb,
then a particular model is assumed to in fact fit the relevant data and is acceptable for
further use (Bollen, 1989; Hoyle & Panter, 1995; Hu & Bentler, 1995). CFA results for
each measure are reported in subsequent sections. Finally, each set of independent and
dependent variables were subjected to validity testing through a PCA and CFA.
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Independent Variables

Individual Moral Identity
As noted earlier, Moral Identity has been previously theorized and tested as a two
dimensional construct (e.g. Aquino & Reed, 2001). A principle component analysis with
varimax rotation was performed as an initial test on the ten items (5 for each dimension).
Initially, utilizing the eigenvalue greater than or equal to 1 rule of thumb, a two factor
model emerged. Each item loaded significantly (>.50) onto its intended dimension.
However, two items had issues with crossloadings and needed to be explored further.
The items and their loadings are summarized in Table 4.9. The PCA was the first step in
dimensionality testing and further testing was needed to fully assess the scale and its
items.

Table 4.9
PCA of Individual Moral Identity
Item
IndMIdI1
IndMIdI2
IndMIdI4
IndMIdI7
IndMIdI10
IndMIdS3
IndMIdS5
IndMIdS6
IndMIdS8
IndMIdS9
Eigenvalue

Loadings
Internal
Symbol
0.761
0.596
0.502
0.650
0.724
0.626
0.440
0.704
0.805
0.766
0.788
0.816
2.361
3.541
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In order to further investigate the dimensionality of the construct and the
troublesome items, it was necessary to conduct a confirmatory factor analysis on the
scale. Similar to the results generated by the PCA exploratory analysis, all ten items
loaded significantly at the .05 level according to the t-values of each parameter estimate
(Bagozzi & Yi, 1988); however, modification indices suggested that improved fit could
be achieved through the removal of two items. After the removal of the items, fit indices
improved. In addition, the majority of the squared multiple correlations (SMCs) of the
manifest variables indicated acceptable values. Based on these results, four items were
retained to assess the Individual Moral Identity Internalization dimension, and four items
were kept as indications of the Individual Moral Identity Symbolization dimension.
These results are presented in Table 4.10.

Table 4.10
CFA of Individual Moral Identity

Individual Moral
Identity Internalization

Item

Parameter
Estimate*

SMC
Value**

IndMIdI1

Fixed

0.54

IndMIdI2
0.61
15.26
IndMIdI7
0.23
9.82
IndMIdI10
0.53
14.59
Individual Moral
IndMIdS3
Fixed
0.39
Identity IndMIdS5
0.64
13.53
Symbolization
IndMIdS6
0.59
13.26
IndMIdS8
0.46
12.24
* Bold values indicate a t-value that has exceeded levels of
significance (>1.96)
**Squared multiple correlations for the manifest variables.

104

Table 4.11 contains fit measures for the two dimensional scale of Individual
Moral Identity, and their generally accepted rules of thumb. Bold values indicate a value
that has exceeded the recommended rule of thumb for that particular fit index. Given the
supportive evidence of fairly good SMC values and supportive model fit indices, the four
items for Individual Moral Identity Internalization were used as the scale items for
estimation, with a resulting reliability (Cronbach’s alpha) of .719 and the four items for
Individual Moral Identity Symbolization were used as the scale items for estimation, with
a resulting reliability (Cronbach’s alpha) of .802.

Table 4.11
Model Fit Indices for Individual Moral Identity
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

77.28

Degrees of freedom
Ȥ2 Sig. (Joreskog &
Sorbom, 2001)

p > .05

19
0.00

GFI (Joreskog &
Sorbom, 2001)

> .90

0.96

AGFI(Joreskog &
Sorbom, 2001)

> .80

0.93

NFI (Bentler &
Bonnet, 1980)

> .90

0.95

*Bold values indicate a value that has exceeded the
recommended rule of thumb for that particular fit
index.

105

Organizational Moral Identity
This scale was created for the purposes of the dissertation and was modeled after
the Individual Moral Identity measure. A principle component analysis with varimax
rotation was performed as an initial test for validity purposes on the fourteen items (7 for
each dimension). Initially, utilizing the eigenvalue greater than or equal to 1 rule of
thumb, a two factor model was extracted, but a number of items crossloaded onto
multiple factors. Each item loaded significantly (>.50) onto its intended dimension. Four
items with crossloading issues or low communalities were removed from the analysis.
The items and their loadings are summarized in Table 4.12. The PCA was the first step
in dimensionality testing and further testing was needed to fully assess the scale and its
items.

Table 4.12
PCA of Organizational Moral Identity
Item
OrgMIdI1
OrgMIdI2
OrgMIdI3
OrgMIdI4
OrgMIdI7
OrgMIdS8
OrgMIdS10
OrgMIdS11
OrgMIdS13
OrgMIdS14
Eigenvalue

Loadings
Internal
Symbol
0.797
0.814
0.405
0.797
0.690
0.649
0.501
0.838
0.821
0.804
0.838
0.824
3.212
4.083
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In order to further investigate the dimensionality of the construct and the
troublesome items, it was necessary to also conduct a CFA on the scale. Similar to the
results generated by the PCA exploratory analysis all ten items loaded significantly at the
.05 level according to the t-values of each parameter estimate (Bagozzi & Yi, 1988),
however, modification indices suggested that improved fit could be achieved through the
removal of one item. After the removal of the item, fit indices improved. In addition, the
majority of the squared multiple correlations (SMCs) of the manifest variables indicate
acceptable values. Therefore, four items remained to comprise the Organizational Moral
Identity Internalization measure, and five items were left to comprise Organizational
Moral Identity Symbolization dimension. These results are presented in Table 4.13.

Table 4.13
CFA of Organizational Moral Identity

Organizational Moral
Identity –
Internalization

Item

Parameter
Estimate*

SMC
Value**

OrgMIdI1

Fixed

0.79

OrgMIdI2
0.87
30.89
OrgMIdI3
0.65
23.93
OrgMIdI4
0.23
11.54
Organizational Moral
OrgMIdS8
Fixed
0.72
Identity –
OrgMIdS10
0.71
24.06
Symbolization
OrgMIdS11
0.66
22.75
OrgMIdS13
0.69
23.55
OrgMIdS14
0.73
24.64
* Bold values indicate a t-value that has exceeded levels of
significance (>1.96)
** Squared multiple correlations for the manifest variables.
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Table 4.14 contains fit measures for the two dimensional scale of Organizational
Moral Identity, and their generally accepted rules of thumb. Bold values indicate a value
that has exceeded the recommended rule of thumb for that particular fit index. Given the
supportive evidence of fairly good SMC values and supportive model fit indices, the four
items for Organizational Moral Identity Internalization were used as the scale items for
estimation, with a resulting reliability (Cronbach’s alpha) of .826 and the five items for
Organizational Moral Identity Symbolization were used as the scale items for estimation,
with a resulting reliability (Cronbach’s alpha) of .919.

Table 4.14
Model Fit Indices for Organizational Moral Identity
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

96.74

Degrees of freedom
Ȥ2 Sig. (Joreskog &
Sorbom, 2001)

p > .05

26
0.00

GFI (Joreskog &
Sorbom, 2001)

> .90

0.96

AGFI(Joreskog &
Sorbom, 2001)

> .80

0.94

NFI (Bentler &
Bonnet, 1980)

> .90

0.97

*Bold values indicate a value that has exceeded the
recommended rule of thumb for that particular fit
index.
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Finally, a PCA with varimax rotation was performed for both constructs (IMI and
OMI) to further assess validity of both scales (17 total items, 4 total subscales).
Subsequently, four factors emerged explaining nearly seventy percent of the variance,
suggesting that the 18 items loaded acceptably (>.50) on their intended factors. The
items and their loadings are summarized in Table 4.15.

Table 4.15
PCA Loading for Items for Individual and Organizational Moral Identity
Item
IndMIdI1
IndMIdI2
IndMIdI7
IndMIdI10
IndMIdS3
IndMIdS5
IndMIdS6
IndMIdS8
OrgMIdI1
OrgMIdI2
OrgMIdI3
OrgMIdI4
OrgMIdS8
OrgMIdS10
OrgMIdS11
OrgMIdS13
OrgMIdS14
Eigenvalue
Alpha

Loadings
IndMIdI IndMIdS OrgMIdI OrgMIdS
0.825
0.656
0.720
0.679
0.745
0.778
0.800
0.679
0.772
0.770
0.753
0.695

0.403
0.413

2.345

2.790

2.621

0.843
0.811
0.783
0.838
0.802
3.998

0.704

0.802

0.826

0.919
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Although a four factor structure emerged with minimal crossloadings and each
variable loaded at a significant level on its respective factor, a CFA was conducted to
further assess validity and model fit. As shown in Table 4.16, the 17 item model
produced an acceptable level of fit on multiple indices.

Table 4.16
Model Fit Indices for Items for Independent Variables
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

317.05

Degrees of
freedom

113

Ȥ2 Sig. (Joreskog
& Sorbom,
2001)
GFI (Joreskog &
Sorbom, 2001)

p > .05

0.00

> .90

0.93

AGFI(Joreskog
& Sorbom,
2001)
NFI (Bentler &
Bonnet, 1980)

> .80

0.91

> .90

0.94

*Bold values indicate a value that has
exceeded the recommended rule of thumb
for that particular fit index.

Dependent Variables
As an initial check, principle component analysis with varimax rotation was
performed on the items used to measures the dependent variables. Four separate analyses
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were run (one for each outcome variable). Further, confirmatory factor analysis was run
for each dependent variable.

Organizational Citizenship Behaviors
Utilizing the eigenvalue greater than or equal to 1 rule of thumb, a two factor
model was extracted for the original 8 items. Upon removal of one item, a single factor
structure emerged, with the remaining seven items loading acceptably (>.50) on a single
factor. The items and their loadings are summarized in Table 4.17. The PCA was the
first step in dimensionality testing and further testing was needed to fully assess the scale
and its items.

Table 4.17
PCA Loading for Organizational Citizenship Behavior
Item
OCB 1

Loading
0.657

OCB 2
OCB 3
OCB 4
OCB 5
OCB 7
OCB 8
Eigenvalue

0.678
0.674
0.596
0.759
0.781
0.582
3.224

While it appears that the items loaded on a single factor it was necessary to also
conduct a CFA on the scale. Similar to the results generated by the PCA exploratory
analysis all seven items loaded significantly at the .05 level according to the t-values of
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each parameter estimate (Bagozzi & Yi, 1988), however, modification indices suggested
that improved fit could be achieved through the removal of two items. These two items
were removed in order to achieve generally acceptable levels of model fit. In addition,
squared multiple correlations (SMCs) of the manifest variables all indicate acceptable
values. These results are presented in Table 4.18.

Table 4.18
CFA of Organizational Citizenship Behavior
Item

OCB 1

Parameter
SMC
Estimate* Value**
Fixed

0.28

OCB 3
OCB 4
OCB 5
OCB 7

0.36
9.49
0.26
8.57
0.51
10.33
0.58
10.55
* Bold values indicate a t-value that
has exceeded levels of significance
(>1.96)
**Squared multiple correlations for the
manifest variables.

Table 4.19 contains fit measures for the OCB Scale, and their generally accepted
rules of thumb. Bold values indicate a value that has exceeded the recommended rule of
thumb for that particular fit index. Given the supportive evidence of good SMC values
and supportive model fit indices, the five items for OCB were used as the scale items for
estimation, with a resulting reliability (Cronbach’s alpha) of .757.
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Table 4.19
Model Fit Indices for Organizational Citizenship Behavior
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

21.77

Degrees of
freedom

5

Ȥ2 Sig. (Joreskog
& Sorbom,
2001)
GFI (Joreskog &
Sorbom, 2001)

p > .05

0.00

> .90

0.98

AGFI(Joreskog
& Sorbom,
2001)
NFI (Bentler &
Bonnet, 1980)

> .80

0.95

> .90

0.96

*Bold values indicate a value that has
exceeded the recommended rule of thumb
for that particular fit index.

Organizational Destructive Deviance
Employing the eigenvalue greater than or equal to 1 rule of thumb, a two factor
model was extracted for the original 12 items. Upon removal of one item, a single factor
structure emerged. The remaining eleven items loaded acceptably (>.50) on a single
factor. The items and their loadings are summarized in Table 4.20. The PCA was the
first step in dimensionality testing and further testing was needed to fully assess the scale
and its items.
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Table 4.20
PCA Loading for Organizational Destructive Deviance
Item
ODD 1

Loading
0.659

ODD 2
ODD 3
ODD 4
ODD 5
ODD 6
ODD 7
ODD 8
ODD 9
ODD 11
ODD 12
Eigenvalue

0.585
0.629
0.721
0.544
0.658
0.738
0.803
0.633
0.695
0.815
5.157

While it appears that the items loaded on a single factor it was necessary to also
conduct a CFA on the scale. Similar to the results generated by the PCA exploratory
analysis all seven items loaded significantly at the .05 level according to the t-values of
each parameter estimate (Bagozzi & Yi, 1988), however, modification indices suggested
that improved fit could be achieved through the removal of three items. After these items
were removed, fit indices did indeed improve. In addition, squared multiple correlations
(SMCs) of the manifest variables all indicate acceptable values. These results are
presented in Table 4.21.
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Table 4.21
CFA of Organizational Destructive Deviance (n=526)
Item

ODD 1

Parameter
SMC
Estimate* Value**
Fixed

0.36

ODD 4
0.44
12.17
ODD 5
0.23
9.42
ODD 7
0.45
12.28
ODD 8
0.65
13.85
ODD 9
0.34
11.04
ODD 11
0.46
12.34
ODD 12
0.69
14.09
* Bold values indicate a t-value that
has exceeded levels of significance
(>1.96)
**Squared multiple correlations for the
manifest variables.

Table 4.22 contains fit measures for the ODD Scale, and their generally accepted
rules of thumb. Bold values indicate a value that has exceeded the recommended rule of
thumb for that particular fit index. Given the supportive evidence of fairly good SMC
values and supportive model fit indices, the eight items for ODD were used as the scale
items for estimation, with a resulting reliability (Cronbach’s alpha) of .851.
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Table 4.22
Model Fit Indices for Organizational Destructive Deviance
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

135.2

Degrees of
freedom

35

Ȥ2 Sig. (Joreskog
& Sorbom,
2001)
GFI (Joreskog &
Sorbom, 2001)

p > .05

0.00

> .90

0.95

AGFI(Joreskog
& Sorbom,
2001)
NFI (Bentler &
Bonnet, 1980)

> .80

0.92

> .90

0.93

*Bold values indicate a value that has
exceeded the recommended rule of thumb
for that particular fit index.

Organizational Constructive Deviance
Principle component analysis with varimax rotation was again performed on the
items. A one factor structure emerged and all 6 items loaded acceptably (>.50) on the
single factor. The items and their loadings are summarized in Table 4.23. The PCA was
the first step in dimensionality testing and further testing was needed to fully assess the
scale and its items.
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Table 4.23
PCA Loading for Organizational Constructive Deviance
Item
OCD 1

Loading
0.792

OCD 2
OCD 3
OCD 4
OCD 5
OCD 6
Eigenvalue

0.87
0.891
0.808
0.83
0.804
4.167

Although it appears that the items loaded on a single factor it was necessary to
conduct a CFA on the scale. Similar to the results generated by the PCA exploratory
analysis all seven items loaded significantly at the .05 level according to the t-values of
each parameter estimate (Bagozzi & Yi, 1988), however, modification indices suggested
that improved fit could be achieved through the removal of two items. After these items
were removed, fit indices improved. In addition, squared multiple correlations (SMCs) of
the manifest variables all indicate acceptable values. These results are presented in Table
4.24.
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Table 4.24
CFA of Organizational Constructive Deviance
Item

OCD 1

Parameter
SMC
Estimate* Value**
Fixed

0.54

OCD 2
0.85
20.91
OCD 3
0.80
20.49
OCD 4
0.52
16.36
* Bold values indicate a t-value that
has exceeded levels of significance
(>1.96)
**Squared multiple correlations for the
manifest variables.

Table 4.25 contains fit measures for the OCD Scale, and their generally accepted
rules of thumb. Bold values indicate a value that has exceeded the recommended rule of
thumb for that particular fit index. Given the supportive evidence of fairly good SMC
values and supportive model fit indices, the four items for OCD were used as the scale
items for estimation, with a resulting reliability (Cronbach’s alpha) of .885.
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Table 4.25
Model Fit Indices for Organizational Constructive Deviance
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

7.21

Degrees of
freedom

2

Ȥ2 Sig. (Joreskog
& Sorbom,
2001)
GFI (Joreskog &
Sorbom, 2001)

p > .05

0.00

> .90

0.99

AGFI(Joreskog
& Sorbom,
2001)
NFI (Bentler &
Bonnet, 1980)

> .80

0.97

> .90

0.99

*Bold values indicate a value that has
exceeded the recommended rule of thumb
for that particular fit index.

Organizationally Benefiting Misbehavior
A 10 item scale was constructed for the purposes of the dissertation to encapsulate
organizationally benefiting misbehaviors. These are behaviors which violate some social
norm, but are done to protect or benefit the referent organization. Using the eigenvalue
greater than or equal to 1 rule of thumb, a single factor emerged. The items and their
loadings are summarized in Table 4.26. The PCA was the first step in dimensionality
testing and further testing was needed to fully assess the scale and its items.
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Table 4.26
PCA Loading for Organizationally Benefiting Misbehavior
Item
OBMB 1

Loading
0.653

OBMB 2
OBMB 3
OBMB 4
OBMB 5
OBMB 6
OBMB 7
OBMB 8
OBMB 9
OBMB 10
Eigenvalue

0.794
0.641
0.802
0.810
0.826
0.765
0.740
0.745
0.721
5.658

While it appears that the items loaded on a single factor it was necessary to also
conduct a CFA on the scale. Similar to the results generated by the PCA exploratory
analysis all ten items loaded significantly at the .05 level according to the t-values of each
parameter estimate (Bagozzi & Yi, 1988), however, modification indices suggested that
improved fit could be achieved through the removal of three items. After these items
were removed, fit indices did indeed improve. In addition, squared multiple correlations
(SMCs) of the manifest variables all indicate acceptable values. These results are
presented in Table 4.27.
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Table 4.27
CFA of Organizationally Benefiting Misbehavior
Item

OBMB 1

Parameter
SMC
Estimate* Value**
Fixed

0.36

OBMB 2
0.63
13.67
OBMB 3
0.44
12.11
OBMB 5
0.54
13.03
OBMB 8
0.51
12.77
OBMB 9
0.44
12.15
OBMB 10
0.55
13.05
* Bold values indicate a t-value that
has exceeded levels of significance
(>1.96)
**Squared multiple correlations for the
manifest variables.

Table 4.28 contains fit measures for the OBMB Scale, and their generally accepted
rules of thumb. Bold values indicate a value that has exceeded the recommended rule of
thumb for that particular fit index. Given the supportive evidence of fairly good SMC
values and supportive model fit indices, the seven items for OBMB were used as the
scale items for estimation, with a resulting reliability (Cronbach’s alpha) of .862.
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Table 4.28
Model Fit Indices for Organizationally Benefiting Misbehavior
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

93.39

Degrees of
freedom

14

Ȥ2 Sig. (Joreskog
& Sorbom,
2001)
GFI (Joreskog &
Sorbom, 2001)

p > .05

0.00

> .90

0.95

AGFI(Joreskog
& Sorbom,
2001)
NFI (Bentler &
Bonnet, 1980)

> .80

0.91

> .90

0.94

*Bold values indicate a value that has
exceeded the recommended rule of thumb
for that particular fit index.

For a further assessment of each behavioral outcome, all four scales (24 total
items) were entered into a PCA with varimax rotation. The eigenvalue greater than or
equal to 1 rule suggested that twenty three of the twenty four items loaded acceptably
(>.50) on their intended factors (ODD1 = .470). The items and their loadings are
summarized in Table 4.29.
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Table 4.29
PCA Loading for Items for Dependent Variables
Item
OCB
OCB 1
OCB 3
OCB 4
OCB 5
OCB 7
OCD 1
OCD 2
OCD 3
OCD 4
ODD 1
ODD 4
ODD 5
ODD 7
ODD 8
ODD 9
ODD 11
ODD12
OBMB 1
OBMB 2
OBMB 3
OBMB 5
OBMB 8
OBMB 9
OBMB 10
Eigenvalue
Alpha

Loadings
OCD
ODD

OBMB

0.649
0.712
0.611
0.778
0.790
0.792
0.822
0.800
0.725
0.470
0.639
0.587
0.528
0.734
0.617
0.754
0.754

2.620

3.262

3.868

0.645
0.738
0.704
0.734
0.681
0.625
0.761
4.244

0.757

0.885

0.865

0.862

Although a four factor structure emerged with no crossloadings and each variable
loading at a significant level on its respective factor, a CFA was conducted to further
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assess validity and model fit. As shown in Table 4.30, the 24 item model produced a
minimally acceptable level of fit. Modification indices suggested that improved fit could
be achieved through the removal of one item (OCB 4). After this item was removed, fit
indices did indeed improve. However, when the analysis was performed for the OCB
scale in isolation, overall model fit was greatly compromised. Therefore, all original 24
items were retained as scale items for their respective variable.

Table 4.30
Model Fit Indices for Items for Dependent Variables
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

669.93

Degrees of
freedom

246

Ȥ2 Sig. (Joreskog
& Sorbom,
2001)
GFI (Joreskog &
Sorbom, 2001)

p > .05

0.00

> .90

0.90

AGFI(Joreskog
& Sorbom,
2001)
NFI (Bentler &
Bonnet, 1980)

> .80

0.86

> .90

0.89

*Bold values indicate a value that has
exceeded the recommended rule of thumb
for that particular fit index.
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All previously analyzed scale items were aggregated for analysis of the
hypotheses. Each scale was computed by taking the mean of sum of the respective scale
items. Table 4.31 depicts the correlation matrix of the aggregated measures and shows
the descriptive statistics of these measures.

Table 4.31
Correlation Matrix for Aggregated Measures
Mean

Std
Dev

IndMIdI

IndMIdS

OrgMIdI

OrgMIdS

OCB

OCD

ODD

OBMB

(.704)
IndMIdI

6.64

0.61

IndMIdS

5.50

0.95

OrgMIdI

6.41

0.89

OrgMIdS

5.99

0.99

OCB

5.82

0.90

OCD

1.77

1.20

ODD

1.50

0.78

OBMB

1.63

0.97

.42**

(.802)

.39**

.35**

(.826)

.28**

.45**

.61**

(.919)

.12**

.23**

.25**

.20**

(.757)

-.26**

-.27**

-.38**

-.33**

-.05

(.885)

-.31**

-.26**

-.43**

-.39**

.58**

(.865)

-.29**

-.19**

-.43**

-.33**

.20**
-.07

.57**

.58**

*Correlation is significant at the .05 level (2-tailed).
**Correlation is significant at the .01 level (2-tailed).
Note: Alpha coefficients are presented on the diagonal
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(.862)

Hypotheses Testing Results
The following section depicts the analysis of the hypothesized relationships.
Hypothesis 1-4 were tested using hierarchical polynomial regression procedures
(Edwards, 1994) which explored the extent to which moral identity congruence was
related to each outcome variable. Each outcome was regressed on five variables (e.g.
individual moral identity, organizational moral identity, individual moral identity
squared, organizational moral identity squared, and the cross product of individual and
organizational moral identity). To reduce multicollinearity, moral identity measures were
first centered on the midpoint of the scales to allow for more meaningful interpretation of
the congruence relationships (Edwards, 1994). The first step of the regression equation
included the testing of direct effects of individual and moral identities. The interaction
and squared terms were entered in the second step. A significant change in R² indicated
that a non-linear congruence effect existed and the natures of the congruence effects were
tested with follow up tests on the response surface.
Response surfaces were examined by testing the slopes of multiple lines. First,
the slope of the line of perfect fit (where individual moral identity equals organizational
moral identity) was tested for significance. The slope is indicated by a1 = b1 + b2, where
b1 is the regression coefficient for IMI and b2 is the regression coefficient for OMI. As
this value differs significantly from zero, a linear slope is present along the I = O line. A
curve along this line is represented by a2 = b3 + b4 + b5, where b3 is the regression
coefficient for IMI squared, b4 is the regressions coefficient for the product of IMI and
OMI, and b5 is the regression coefficient for OMI squared. A concave surface is present
along the I = O (line of perfect fit) line when a2 is a positive value; when the value is
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negative, the shape is a convex surface. The line perpendicular to the line of perfect fit is
represented as I = -O (e.g. I = 7, O = 1). If the quantity a3 = b1 - b2 differs significantly
from zero, a linear slope is present for the values of incongruence between the variables.
A curve along this line is represented by a4 = b3 - b4 + b5. A negative value for a4
indicates a convex surface along the line. The significance and direction of a1 and a3 are
specifically important to the investigation of the hypotheses as these values indicate the
significance and direction of slopes of congruence and incongruence in the three
dimensional surface plot.
Each hypothesis was evaluated on each dimension of moral identity, resulting in
two separate regression procedures for each outcome variable. Table 4.33 contains the
results of the polynomial regressions used to test the internalization dimension of
congruence on each of the behavioral outcomes. Similarly, Table 4.34 reports the
regression results of the symbolization dimension of moral identity congruence on each
outcome variable. If significant results were not observed for R2 in step two of each
separate analysis, congruence effects were not present and surface tests were not
conducted as shown in Tables 4.32 and 4.33. Each dimension is discussed below as it
relates to respective hypothesis.

Hypothesis 1
Hypothesis 1 predicted that strong-strong moral identity congruence is positively
associated with organizational citizenship behaviors. More simply, when the individual
and perceived organization moral identities are similar, individuals will engage in
increased levels of citizenship behaviors.
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Internalization
In the first step, both the individual and organizational moral identity
internalization scales were entered. In the second step, the squared terms and the
interaction term was entered to test for nonlinear and congruence effects beyond the
direct effects associated with the first step. A significant change in R2 from step 1 to step
2 denoted congruence effects. As shown in Table 4.32, the regression results supported
congruence effects of moral identity congruence on OCBs (ǻR2 = .022, p<.01).
However, the nature of the congruence effects must be determined to support the
hypothesis. Surface tests were conducted on the lines of perfect fit (I = O) and misfit (I =
-O). A significant and positive value for the slope of a1 is needed to provide support for
hypothesis 1. Indeed, this value was observed when testing the slope of the line of
perfect fit (.873, t = 4.06, p<.01) and can be interpreted to mean that levels of OCBs
increase as both individual and organizational moral identities are stronger. Thus,
Hypothesis 1 was supported. The surface plot depicting the relationship among the
internalization dimensions of individual and organizational moral identity and citizenship
behaviors is shown in Figure 4.1. Note that in Figure 1, the organization value is placed
along the X-axis for ease of interpretation of the surface area effects. However, an
unexpected finding unrelated to the hypothesis was a significant result along the line of
misfit (I = -O). A significant negative slope was observed along this line (-.551, t = 3.17,
p<.01) meaning that lower levels of individual moral identity paired with higher levels of
organizational moral identity lead to increased citizenship behaviors. According to the
surface plot in this sample, this scenario may be a greater predictor of OCBs and warrants
further investigation in future research.
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Figure 4.1 Moral Identity Congruence (Internalization) and OCBs

Symbolization
In the first step, both the individual and organizational moral identity
symbolization scales were entered. In the second step, the squared terms and the
interaction term was entered. A significant change in R2 from step 1 to step 2 denoted
congruence effects. As shown in Table 4.33, the regression results did not support
congruence effects of moral identity congruence on OCBs (ǻR2 = .007, p>.01). No
further testing was conducted and the hypothesis was not supported.
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Hypothesis 2
Hypothesis 2 predicted that moral identity incongruence with strong individual
moral identity is positively associated with constructive deviant behaviors. Specifically,
in instances where the individual has a strong moral identity and perceives the
organization as having a weak moral identity, increased levels of constructive deviant
behaviors will be observed.

Internalization
In the first step, both the individual and organizational moral identity
internalization scales were entered. In the second step, the squared terms and the
interaction term was entered. A significant change in R2 from step 1 to step 2 denoted
congruence effects. As shown in Table 4.32, the regression results did not support
congruence effects of any kind, specifically moral identity incongruence (based on strong
individual moral identity) on constructive deviant behaviors (ǻR2 = .009, p>.10). No
further testing was conducted and the hypothesis was not supported.

Symbolization
In the first step, both the individual and organizational moral identity
symbolization scales were entered. In the second step, the squared terms and the
interaction term was entered. A significant change in R2 from step 1 to step 2 denoted
congruence effects. As shown in Table 4.33, the regression results did not support
congruence effects of any kind, specifically as related to moral identity incongruence
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(based on strong individual moral identity) on constructive deviant behaviors (ǻR2 =
.006, p>.10). No further testing was conducted and the hypothesis was not supported.

Hypothesis 3
Hypothesis 3 predicted that moral identity incongruence with strong
organizational moral identity is positively associated with destructive deviant behaviors.
Simply, in instances where the organization has a strong moral identity and the individual
does not, increased levels of destructive deviant behaviors will be observed.

Internalization
In the first step, both the individual and organizational moral identity
internalization scales were entered. In the second step, the squared terms and the
interaction term was entered. A significant change in R2 from step 1 to step 2 denoted
congruence effects. As shown in Table 4.32, the regression results supported congruence
effects on destructive deviant behaviors (ǻR2 = .019, p<.01). However, the nature of the
congruence effects must be determined for support of the hypothesis. Surface tests were
next conducted on the lines of perfect fit (I = O) and misfit (I = -O). A significant and
negative value for a3 is needed to provide support for hypothesis 3, whereas higher
outcomes are associated with the organization value increasing and the individual value
decreases. Contrary to the hypothesized relation, the opposite was observed as the slope
of a3 was significant and positive (.448, t = 3.16, p<.01), indicating that higher levels of
destructive deviance were observed as individual moral identity increases and
organizational moral identity decreases. Thus, the hypothesis was not supported. The
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surface plot depicting the relationship among the internalization dimensions of individual
and organizational moral identity and destructive deviant behaviors is shown in Figure
4.2. Further as shown in Figure 4.2, the greatest indicator of destructive deviant
behaviors in this sample appears to be situations of low-low moral identity congruence,
as a1 is significant and negative (-.928, t = 5.54, p<.01).
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Figure 4.2 Moral Identity Congruence (Internalization) and Destructive Deviant
Behaviors

Symbolization
In the first step, both the individual and organizational moral identity
symbolization scales were entered. In the second step, the squared terms and the
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interaction term was entered. A significant change in R2 from step 1 to step 2 denoted
congruence effects. As shown in Table 4.33, the regression results marginally supported
congruence effects on destructive deviant behaviors (ǻR2 = .011, p<.10). The nature of
the congruence effects was examined. Surface tests were next conducted on the lines of
perfect fit (I = O) and misfit (I = -O). A significant and negative value for a3 is needed to
provide support for hypothesis 3, whereas higher outcomes are associated with the
organization value increasing and the individual value decreases. Unfortunately a non
significant value was obtained for the slope of a3 (.126, t = 1.11, p>.10), meaning that the
nature of incongruence did not have significant effects on the outcome variable and the
hypothesis was not supported. However, the slope of the line of perfect fit (a1) did
produce a significant, negative value (-.55, t = 5.85, p<.01), signifying that as both the
individual and organizational moral identities decrease, destructive deviance behaviors
increase. Figure 4.3 depicts the relationship of moral identity congruence and destructive
deviant behaviors.
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Figure 4.3 Moral Identity Congruence (Symbolization) and Destructive Deviant
Behaviors

Hypothesis 4
Hypothesis 4 predicts that weak-weak moral identity congruence is positively
associated with organizationally benefiting misbehavior. More simply, when the
individual and perceived organization have weak moral identities, individuals will report
engaging in increased levels of organizationally benefiting misbehaviors.

Internalization
In the first step, both the individual and organizational moral identity
internalization scales were entered. In the second step, the squared terms and the
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interaction term was entered. A significant change in R2 from step 1 to step 2 denoted
congruence effects. As shown in Table 4.32, the regression results supported congruence
effects of moral identity congruence on OBMB (ǻR2 = .046, p<.01). However, the nature
of the congruence effects must be determined for support of the hypothesis. Surface tests
were next conducted on the lines of perfect fit (I = O) and misfit (I = -O). A significant
and negative value for the slope of a1 is needed to provide support for hypothesis 4.
Indeed, this value was observed when testing the slope of the line of perfect fit (-1.1551, t
= 7.54, p<.01) and can be interpreted to meant that levels of organizationally benefiting
misbehaviors increase when both individual and organizational ratings are weak. Thus,
the hypothesis was supported. The surface plot depicting the relationship among the
internalization dimensions of individual and organizational moral identity and
organizationally benefiting misbehaviors is shown in Figure 4.4.
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Figure 4.4 Moral Identity Congruence (Internalization) and Organizationally Benefiting
Misbehavior

Symbolization
In the first step, both the individual and organizational moral identity
symbolization scales were entered. In the second step, the squared terms and the
interaction term was entered. A significant change in R2 from step 1 to step 2 denoted
congruence effects. As shown in Table 4.33, the regression results supported congruence
effects of moral identity congruence on OBMB (ǻR2 = .018, p<.01). However, the nature
of the congruence effects must be determined for support of the hypothesis. Surface tests
were next conducted on the lines of perfect fit (I = O) and misfit (I = -O). A significant
and negative value for the slope of a1 is needed to provide support for hypothesis 4.
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Indeed, this value was observed when testing the slope of the line of perfect fit (-.673, t =
5.79, p<.01) and can be interpreted to meant that levels of organizationally benefiting
misbehaviors increase when both individual and organizational ratings are weak. Thus,
the hypothesis was supported. The surface plot depicting the relationship among the
internalization dimensions of individual and organizational moral identity and
organizationally benefiting misbehaviors is shown in Figure 4.5.
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Figure 4.5 Moral Identity Congruence (Symbolization) and Organizationally Benefiting
Misbehavior
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Table 4.32
Polynomial Regression Results for Internalization Dimension of Moral Identity
Congruence and Outcome Variables
Regression Coefficients (beta)
OCD
ODD
OBMB

OCB
Constant
Individual Moral Identity
Organizational Moral
Identity
Ind Moral Identity squared
Ind Moral Id * Org Moral
Id
Org Moral Identity squared

4.66***
0.16
0.71***

3.78***
-.14
-.75***

3.17***
-.24**
-.69***

4.06***
-.40***
-1.16***

0.03
-0.11**

-.09**
0.10

-.04
.09**

-.08**
.24***

-0.07**

0.04

.06**

.06**

.09***

.17***

.23***

0.25***

.02***

0.01

.02***

.05***

.87***

-.93***

-1.55***

a2

-0.15***

.10*

.22***

a3

-.55***

.45***

.76***

a4

0.07

-.07

-.26***

R2
ǻ R2
Surface tests:
a1

N =526, *p<.10: **p<.05: ***p<.01
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Table 4.33
Polynomial Regression Results for Symbolization Dimension of Moral Identity
Congruence and Outcome Variables
Regression Coefficients (beta)
OCD
ODD
OBMB

OCB
Constant
Individual Moral Identity
Organizational Moral
Identity
Ind Moral Identity squared
Ind Moral Id * Org Moral
Id
Org Moral Identity squared

5.29***
.26***
.21***

2.78***
-.37***
-.32***

2.22***
.21***
-.34***

2.45***
-.20**
-.48***

-0.01
-0.03

0.02
0.07

0.04
0.02

-.01
.08*

-0.03

-0.03

0.02

0.03

.07***

.13***

.17***

.13***

0.01

0.01

.01*

.02**

-.55***

-.67***

a2

0.08

.11***

a3

.13

.28*

a4

0.04

.06

R2
ǻ R2
Surface tests:
a1

N =526, *p<.10: **p<.05: ***p<.01
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Table 4.34
Study 1 Hypothesis Summary
Hypothesis

Results

H1

Strong-Strong Moral Identity Congruence is
positively associated with OCBs

H2

Moral Identity Incongruence with Strong
Individual Moral Identity is positively
associated with constructive deviant behaviors

Not Supported

H3

Moral Identity Incongruence with Strong
Organizational Moral Identity is positively
associated with destructive deviant behaviors

Not Supported

H4

Weak-Weak Moral Identity Congruence is
positively associated with organizationally
benefiting misbehavior.

Partially
Supported

Supported

Study 2
The survey was administered to restaurant workers at 5 different locations in 3
cities in Mississippi. All survey data was gathered on site and during employee meetings
Participants were assured of the voluntary nature of responding and the confidentiality of
their responses. A total of 148 employees were administered the survey. Five
respondents were eliminated due to acquiescence bias of responses on both positively and
negatively worded items.

Demographic Characteristics
Respondents were asked to indicate their gender, age, ethnic affiliation, education
level, organizational tenure, industry tenure, average hours worked per week and primary
job type. Table 4.35 provides a summary of demographic characteristics of the sample.
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Slightly more than half of the respondents were male, and respondents ranged in age
from 17 to 49 years of age with the mean age being just over 23. More than six in ten
respondents had been with their current organization less than 1 year, but nearly eight in
ten respondents had worked in the industry for one year or more. Over a third of the
respondents classified themselves as wait staff, and a quarter of respondents were
members of the bartending staff. The cook staff comprised just over 16 percent of the
sample and management was nearly 14 percent.
Study 2 was subjected to the same data analytic techniques as performed in Study
1. First, a principle component factor analysis (PCA) using varimax rotation was
performed on each of the scales proposed to measure the six constructs used in this study
(n = 143). Dimensionality was assessed by examining the factor loadings for each item.
Items with factor loadings of greater than .50 on the factor with which they were
hypothesized to correspond, and without crossloadings above .40 were considered
adequate indicators of that factor (Hair et. al, 2006).
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Table 4.35
Demographic Characteristics
Demographic
Characteristics

n

Gender

Male
Female

Age

17-20
21-25
26-30
Over 30
Up to 1 year
1-2 years
2-3 years
3-4 years
More than 4 years
Up to 1 year
1-2 years
2-3 years
3-4 years
More than 4 years
Wait Staff
Bartender
Cook
Management
Other

Organizational Tenure

Industry Experience

Organization Position

53.2%
46.8%
16.4%
63.6%
14.3%
5.7%
63.77%
15.94%
6.52%
6.52%
7.25%
21.58%
20.15%
10.79%
10.07%
37.41%
35.48%
25.00%
16.13%
13.71%
9.68%

76
67
23
91
20
8
91
23
9
9
10
31
29
15
14
53
51
36
23
20
14

Next, the reliability for each scale was assessed. Cronbach’s (1951) coefficient
alpha is widely used to assess the reliability of multi-item scales and evaluates the
internal consistency of the model constructs. Nunnally (1978) suggested that a set of
items with a coefficient alpha greater than .70 is considered internally consistent.
Coefficient alpha results for each measure will be reported in subsequent sections.
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Additionally, confirmatory factor analysis (CFA) was performed on each measure
using LISREL 8.30 (Joreskog & Sorbom, 1999). Maximum likelihood estimation was
used and the covariances for the proposed factor models were analyzed. Goodness of fit
indices were examined to determine the degree to which the models fit the data. Since
there is no definitive standard for fit, a variety of indices were employed. These indices
along with their associated rules of thumb are reported on each of the respective factor
models. If the majority of fit indices meet or exceed their associated rules of thumb,
then a particular model is assumed to in fact fit the relevant data and is acceptable for
further use (Bollen, 1989; Hoyle & Panter, 1995; Hu & Bentler, 1995). CFA results for
each measure are reported in subsequent sections.

Independent Variables

Individual Moral Identity
A principle component analysis with varimax rotation was performed as an initial
test on the ten items (5 for each dimension). Initially, utilizing the eigenvalue greater
than or equal to 1 rule of thumb, a two factor model emerged. Each item loaded
significantly (>.50) onto its intended dimension. However, one item had issues with
crossloadings and needed to be explored further. The items and their loadings are
summarized in Table 4.36. The PCA was the first step in dimensionality testing and
further testing was needed to fully assess the scale and its items.
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Table 4.36
PCA of Individual Moral Identity
Item
IndMIdI1
IndMIdI2
IndMIdI4
IndMIdI7
IndMIdI10
IndMIdS3
IndMIdS5
IndMIdS6
IndMIdS8
IndMIdS9
Eigenvalue

Loadings
Internal
Symbol
0.744
0.740
0.673
0.617
0.648
0.442
0.651
0.715
0.679
0.767
0.722
2.513
2.936

In order to further investigate the dimensionality of the construct and the
troublesome items, it was necessary to also conduct a confirmatory factor analysis on the
scale. Similar to the results generated by the PCA exploratory analysis, all ten items
loaded significantly at the .05 level according to the t-values of each parameter estimate
(Bagozzi & Yi, 1988); however, modification indices suggested that improved fit could
be achieved through the removal of two items. After the removal of the items, fit indices
improved. In addition, the majority of the squared multiple correlations (SMCs) of the
manifest variables indicated acceptable values. Based on these results, four items were
retained to assess the Individual Moral Identity Internalization dimension, and four items
were kept as indications of the Individual Moral Identity Symbolization dimension.
These results are presented in Table 4.37.
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Table 4.37
CFA of Individual Moral Identity

Individual Moral
Identity Internalization

Item

Parameter
Estimate*

SMC
Value**

IndMIdI1

Fixed

0.42

IndMIdI2
0.64
7.24
IndMIdI7
0.31
5.61
IndMIdI10
0.59
7.09
Individual Moral
IndMIdS3
Fixed
0.34
Identity IndMIdS5
0.59
6.07
Symbolization
IndMIdS6
0.37
5.38
IndMIdS8
0.43
5.62
* Bold values indicate a t-value that has exceeded levels of
significance (>1.96)
**Squared multiple correlations for the manifest variables.

Table 4.38 contains fit measures for the two dimensional scale of Individual
Moral Identity, and their generally accepted rules of thumb. Bold values indicate a value
that has exceeded the recommended rule of thumb for that particular fit index. Given the
supportive evidence of fairly good SMC values and supportive model fit indices, the four
items for Individual Moral Identity Internalization were used as the scale items for
estimation, with a resulting reliability (Cronbach’s alpha) of .759 and the four items for
Individual Moral Identity Symbolization were used as the scale items for estimation, with
a resulting reliability (Cronbach’s alpha) of .744.
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Table 4.38
Model Fit Indices for Individual Moral Identity
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

29.44

Degrees of freedom
Ȥ2 Sig. (Joreskog &
Sorbom, 2001)

p > .05

19
0.06

GFI (Joreskog &
Sorbom, 2001)

> .90

0.95

AGFI(Joreskog &
Sorbom, 2001)

> .80

0.91

NFI (Bentler &
Bonnet, 1980)

> .90

0.92

*Bold values indicate a value that has exceeded the
recommended rule of thumb for that particular fit
index.

Organizational Moral Identity
A principle component analysis with varimax rotation was performed as an initial
test on the fourteen items (7 for each dimension). Initially, utilizing the eigenvalue
greater than or equal to 1 rule of thumb, a two factor model was extracted, but two items
crossloaded onto multiple factors. The items and their loadings are summarized in Table
4.39. The PCA was the first step in dimensionality testing and further testing was needed
to fully assess the scale and its items.
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Table 4.39
PCA of Organizational Moral Identity
Item
OrgMIdI1
OrgMIdI2
OrgMIdI3
OrgMIdI4
OrgMIdI5
OrgMIdI6
OrgMIdI7
OrgMIdS8
OrgMIdS9
OrgMIdS10
OrgMIdS11
OrgMIdS12
OrgMIdS13
OrgMIdS14
Eigenvalue

Loadings
Internal
Symbol
0.849
0.815
0.782
0.646
0.684
0.442
0.741
0.767
0.792
0.753
0.804
0.421
0.725
0.554
0.724
0.693
4.872
4.582

In order to further investigate the dimensionality of the construct and the
troublesome items, it was necessary to also conduct a CFA on the scale. Similar to the
results generated by the PCA exploratory analysis all fourteen items loaded significantly
at the .05 level according to the t-values of each parameter estimate (Bagozzi & Yi,
1988), however, modification indices suggested that improved fit could be achieved
through the removal of seven items. After the removal of the items, fit indices improved.
In addition, the majority of the squared multiple correlations (SMCs) of the manifest
variables indicate acceptable values. Therefore, five items remained to comprise the
Organizational Moral Identity Internalization measure, and four items were left to
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comprise Organizational Moral Identity Symbolization dimension. These results are
presented in Table 4.40.

Table 4.40
CFA of Organizational Moral Identity

Organizational Moral
Identity Internalization

Item

Parameter
Estimate*

SMC
Value**

OrgMIdI1

Fixed

0.74

OrgMIdI3
0.62
11.47
OrgMIdI5
0.62
11.47
OrgMIdI6
0.64
11.67
OrgMIdI7
0.74
13.22
Organizational Moral
OrgMIdS8
Fixed
0.75
Identity OrgMIdS9
0.58
10.40
Symbolization
OrgMIdS10
0.69
11.68
OrgMIdS12
0.31
6.96
* Bold values indicate a t-value that has exceeded levels of
significance (>1.96)
** Squared multiple correlations for the manifest variables.

Table 4.41 contains fit measures for the two dimensional scale of Organizational
Moral Identity, and their generally accepted rules of thumb. Bold values indicate a value
that has exceeded the recommended rule of thumb for that particular fit index. Given the
supportive evidence of fairly good SMC values and supportive model fit indices, the five
items for Organizational Moral Identity Internalization were used as the scale items for
estimation, with a resulting reliability (Cronbach’s alpha) of .907 and the four items for
Organizational Moral Identity Symbolization were used as the scale items for estimation,
with a resulting reliability (Cronbach’s alpha) of .828.
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Table 4.41
Model Fit Indices for Organizational Moral Identity
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

46.35

Degrees of freedom
Ȥ2 Sig. (Joreskog &
Sorbom, 2001)

p > .05

26
0.01

GFI (Joreskog &
Sorbom, 2001)

> .90

0.93

AGFI(Joreskog &
Sorbom, 2001)

> .80

0.88

NFI (Bentler &
Bonnet, 1980)

> .90

0.94

*Bold values indicate a value that has exceeded the
recommended rule of thumb for that particular fit
index.

Finally, a PCA with varimax rotation was performed for both constructs (IMI and
OMI - 17 total items, 4 total subscales). Subsequently, four factors emerged explaining
nearly seventy percent of the variance, suggesting that the 17 items loaded acceptably
(>.50) on their intended factors. The items and their loadings are summarized in Table
4.42.
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Table 4.42
PCA Loading for Items for Individual and Organizational Moral Identity
Item
IndMIdI1
IndMIdI2
IndMIdI7
IndMIdI10
IndMIdS3
IndMIdS5
IndMIdS6
IndMIdS9
OrgMIdI1
OrgMIdI3
OrgMIdI5
OrgMIdI6
OrgMIdI7
OrgMIdS8
OrgMIdS9
OrgMIdS10
OrgMIdS12
Eigenvalue
Alpha

Loadings
IndMIdI IndMIdS OrgMIdI OrgMIdS
0.809
0.798
0.539
0.654

0.418
0.648
0.725
0.749
0.612

0.414
0.851
0.798
0.759
0.756
0.795
0.432

2.362

2.527

3.978

0.687
0.759
0.702
0.524
2.481

0.759

0.744

0.907

0.828

0.439

Although a four factor structure emerged with minimal crossloadings and each
variable loading at a significant level on its respective factor, a CFA was conducted to
further assess validity and model fit. As shown in Table 4.43, the 17 item model
produced an acceptable level of fit on multiple indices.
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Table 4.43
Model Fit Indices for Items for Dependent Variables
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

145.74

Degrees of
freedom

113

Ȥ2 Sig. (Joreskog
& Sorbom,
2001)
GFI (Joreskog &
Sorbom, 2001)

p > .05

0.02

> .90

0.89

AGFI(Joreskog
& Sorbom,
2001)
NFI (Bentler &
Bonnet, 1980)

> .80

0.85

> .90

0.90

*Bold values indicate a value that has
exceeded the recommended rule of thumb
for that particular fit index.

Dependent Variables
As an initial check, principle component analysis with varimax rotation was
performed on the items used to measures the dependent variables. Four separate analyses
were run (one for each outcome variable) and are discussed following. Further,
confirmatory factor analysis was run for each dependent variable.
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Organizational Citizenship Behaviors
Utilizing the eigenvalue greater than or equal to 1 rule of thumb, a single factor
model was extracted for the original 8 items, with all the items loading acceptably (>.50)
on the single factor. The items and their loadings are summarized in Table 4.44. The
PCA was the first step in dimensionality testing and further testing was needed to fully
assess the scale and its items.

Table 4.44
PCA Loading for Organizational Citizenship Behavior
Item
OCB 1

Loading
0.601

OCB 2
OCB 3
OCB 4
OCB 5
OCB 6
OCB 7
OCB 8
Eigenvalue

0.775
0.810
0.855
0.726
0.763
0.866
0.816
4.874

While it appears that the items loaded on a single factor it was necessary to also
conduct a CFA on the scale. Similar to the results generated by the PCA exploratory
analysis all eight items loaded significantly at the .05 level according to the t-values of
each parameter estimate (Bagozzi & Yi, 1988. However, modification indices suggested
that improved fit could be achieved through the removal of two items. After these items
were removed, fit indices did indeed improve. In addition, squared multiple correlations
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(SMCs) of the manifest variables all indicate acceptable values. These results are
presented in Table 4.45.

Table 4.45
CFA of Organizational Citizenship Behavior
Item

OCB 2

Parameter
SMC
Estimate* Value**
Fixed'

0.56

OCB 3
0.59
9.17
OCB 4
0.76
10.45
OCB 5
0.44
7.82
OCB 6
0.55
8.79
OCB 7
0.66
9.71
* Bold values indicate a t-value that
has exceeded levels of significance
(>1.96)
**Squared multiple correlations for the
manifest variables.

Table 4.46 contains fit measures for the OCB Scale, and their generally accepted
rules of thumb. Bold values indicate a value that has exceeded the recommended rule of
thumb for that particular fit index. Given the supportive evidence of fairly good SMC
values and supportive model fit indices, the six items for OCB were used as the scale
items for estimation, with a resulting reliability (Cronbach’s alpha) of .890.
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Table 4.46
Model Fit Indices for Organizational Citizenship Behavior
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

18.64

Degrees of
freedom

9

Ȥ2 Sig. (Joreskog
& Sorbom,
2001)
GFI (Joreskog &
Sorbom, 2001)

p > .05

0.03

> .90

0.96

AGFI(Joreskog
& Sorbom,
2001)
NFI (Bentler &
Bonnet, 1980)

> .80

0.9

> .90

0.96

*Bold values indicate a value that has
exceeded the recommended rule of thumb
for that particular fit index.

Organizational Destructive Deviance
Employing the eigenvalue greater than or equal to 1 rule of thumb, a two factor
model was extracted for the original 12 items. Upon removal of three items, a single
factor structure emerged. The remaining nine items loaded acceptably (>.50) on a single
factor. The items and their loadings are summarized in Table 4.47. The PCA was the
first step in dimensionality testing and further testing was needed to fully assess the scale
and its items.
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Table 4.47
PCA Loading for Organizational Destructive Deviance
Item
ODD 2

Loading
0.603

ODD 4
ODD 5
ODD 7
ODD 8
ODD 9
ODD 10
ODD 11
ODD 12
Eigenvalue

0.685
0.684
0.691
0.669
0.580
0.587
0.469
0.598
3.483

While it appears that the items loaded on a single factor it was necessary to also
conduct a CFA on the scale. Similar to the results generated by the PCA exploratory
analysis all seven items loaded significantly at the .05 level according to the t-values of
each parameter estimate (Bagozzi & Yi, 1988), however, modification indices suggested
that improved fit could be achieved through the removal of one item. After this item was
removed, fit indices did indeed improve. These results are presented in Table 4.48.
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Table 4.48
CFA of Organizational Destructive Deviance
Item

ODD 2

Parameter
SMC
Estimate* Value**
Fixed

0.28

ODD 4
0.40
5.11
ODD 5
0.41
5.12
ODD 7
0.41
5.13
ODD 8
0.36
4.96
ODD 9
0.25
4.39
ODD 10
0.28
4.60
ODD 12
0.28
4.60
* Bold values indicate a t-value that
has exceeded levels of significance
(>1.96)
**Squared multiple correlations for the
manifest variables.

Table 4.49 contains fit measures for the ODD Scale, and their generally accepted
rules of thumb. Bold values indicate a value that has exceeded the recommended rule of
thumb for that particular fit index. Given the supportive evidence of fairly good SMC
values and supportive model fit indices, the eight items for ODD were used as the scale
items for estimation, with a resulting reliability (Cronbach’s alpha) of .775.
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Table 4.49
Model Fit Indices for Organizational Destructive Deviance
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

25.82

Degrees of
freedom

20

Ȥ2 Sig. (Joreskog
& Sorbom,
2001)
GFI (Joreskog &
Sorbom, 2001)

p > .05

0.17

> .90

0.96

AGFI(Joreskog
& Sorbom,
2001)
NFI (Bentler &
Bonnet, 1980)

> .80

0.92

> .90

0.90

*Bold values indicate a value that has
exceeded the recommended rule of thumb
for that particular fit index.

Organizational Constructive Deviance
As an initial check, principle component analysis with varimax rotation was again
performed on the items. A one factor structure emerged and all 6 items loaded
acceptably (>.50) on the single factor. The items and their loadings are summarized in
Table 4.50. The PCA was the first step in dimensionality testing and further testing was
needed to fully assess the scale and its items.
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Table 4.50
PCA Loading for Organizational Constructive Deviance
Item
OCD 1

Loading
0.65

OCD 2
OCD 3
OCD 4
OCD 5
OCD 6
Eigenvalue

0.813
0.848
0.691
0.866
0.832
3.722

Although it appears that the items loaded on a single factor it was necessary to
conduct a CFA on the scale. Similar to the results generated by the PCA exploratory
analysis all seven items loaded significantly at the .05 level according to the t-values of
each parameter estimate (Bagozzi & Yi, 1988), however, modification indices suggested
that improved fit could be achieved through the removal of two items. After these items
were removed, fit indices improved. In addition, squared multiple correlations (SMCs) of
the manifest variables all indicate acceptable values. These results are presented in Table
4.51.
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Table 4.51
CFA of Organizational Constructive Deviance
Item

OCD 2

Parameter SMC
Estimate Value*
Fixed

0.50

OCD 3
OCD 4
OCD 6

0.79
8.65
0.43
7.10
0.52
7.75
* Bold values indicate a t-value that
has exceeded levels of significance
(>1.96)
*Squared multiple correlations for the
manifest variables.

Table 4.52 contains fit measures for the OCD Scale, and their generally accepted
rules of thumb. Bold values indicate a value that has exceeded the recommended rule of
thumb for that particular fit index. Given the supportive evidence of fairly good SMC
values and supportive model fit indices, the four items for OCD were used as the scale
items for estimation, with a resulting reliability (Cronbach’s alpha) of .825.

159

Table 4.52
Model Fit Indices for Organizational Constructive Deviance
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

2.45

Degrees of
freedom

2

Ȥ2 Sig. (Joreskog
& Sorbom,
2001)
GFI (Joreskog &
Sorbom, 2001)

p > .05

0.29

> .90

0.99

AGFI(Joreskog
& Sorbom,
2001)
NFI (Bentler &
Bonnet, 1980)

> .80

0.96

> .90

0.99

*Bold values indicate a value that has
exceeded the recommended rule of thumb
for that particular fit index.

Organizationally Benefiting Misbehavior
As noted, a 10 item scale was constructed for the purposes of the dissertation to
encapsulate organizationally benefiting misbehaviors. These are behaviors which violate
some social norm, but are done to protect or benefit the referent organization. The
eigenvalue greater than or equal to 1 rule of thumb indicated a two factor model. After
removal of two items, a single factor was present. The items and their loadings are
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summarized in Table 4.53. The PCA was the first step in dimensionality testing and
further testing was needed to fully assess the scale and its items.

Table 4.53
PCA Loading for Organizationally Benefiting Misbehavior
Item
OBMB 2

Loading
0.764

OBMB 3
OBMB 5
OBMB 6
OBMB 7
OBMB 8
OBMB 9
OBMB 10
Eigenvalue

0.711
0.700
0.671
0.757
0.679
0.612
0.669
3.886

While it appeared that the items loaded on a single factor it was necessary to also
conduct a CFA on the scale. Similar to the results generated by the PCA exploratory
analysis all eight items loaded significantly at the .05 level according to the t-values of
each parameter estimate (Bagozzi & Yi, 1988), however, modification indices suggested
that improved fit could be achieved through the removal of two items. After these items
were removed, fit indices did indeed improve. In addition, squared multiple correlations
(SMCs) of the manifest variables all indicate acceptable values. These results are
presented in Table 4.54.
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Table 4.54
CFA of Organizationally Benefiting Misbehavior
Item

OBMB 2

Parameter
SMC
Estimate* Value**
Fixed

0.42

OBMB 5
OBMB 6
OBMB 7
OBMB 8
OBMB 9

0.45
6.44
0.47
6.52
0.58
6.97
0.30
5.45
0.30
5.49
* Bold values indicate a t-value that
has exceeded levels of significance
(>1.96)
**Squared multiple correlations for the
manifest variables.

Table 4.55 contains fit measures for the OBMB Scale, and their generally accepted
rules of thumb. Bold values indicate a value that has exceeded the recommended rule of
thumb for that particular fit index. Given the supportive evidence of fairly good SMC
values and supportive model fit indices, the seven items for OBMB were used as the
scale items for estimation, with a resulting reliability (Cronbach’s alpha) of .801.
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Table 4.55
Model Fit Indices for Organizationally Benefiting Misbehavior
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

25.07

Degrees of
freedom

9

Ȥ2 Sig. (Joreskog
& Sorbom,
2001)
GFI (Joreskog &
Sorbom, 2001)

p > .05

0.00

> .90

0.94

AGFI(Joreskog
& Sorbom,
2001)
NFI (Bentler &
Bonnet, 1980)

> .80

0.87

> .90

0.90

*Bold values indicate a value that has
exceeded the recommended rule of thumb
for that particular fit index.

For a further assessment of each behavioral outcome, all four scales (23 total items)
were entered into a PCA with varimax rotation. The eigenvalue greater than or equal to 1
rule suggested that the twenty of the twenty three items loaded acceptably (>.50) on their
intended factors (ODD12 = .464, OBMB8 = 4.92, OBMB9 = .489). The items and their
loadings are summarized in Table 4.56.
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Table 4.56
PCA Loading for Items for Dependent Variables
Item
OCB
OCB 2
OCB 3
OCB 4
OCB 5
OCB 6
OCB 7
OCD 2
OCD 3
OCD 4
OCD 6
ODD 2
ODD 4
ODD 5
ODD 7
ODD 8
ODD 10
ODD 12
OBMB 2
OBMB 5
OBMB 6
OBMB 7
OBMB 8
OBMB 9
Eigenvalue
Alpha

Loadings
OCD
ODD

OBMB

0.789
0.822
0.865
0.715
0.766
0.843
0.710
0.842
0.742
0.756
0.535
0.728
0.708
0.503
0.690
0.520
0.464

4.164

3.005

3.006

0.749
0.775
0.773
0.742
0.492
0.489
3.201

0.890

0.825

0.775

0.801

0.488

A four factor structure emerged from the PCA. However, one significant
crossloading was present and three variables failed to load at a significant level on its
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respective factor. Thus a CFA was conducted to further assess validity and model fit. As
shown in Table 4.57, the 23 item model produced a minimally acceptable level of fit.
Modification indices suggested that improved fit could be achieved through the removal
of one item (OBMB 8). After this item was removed, fit indices did indeed improve.
However, when the analysis was performed for the OBMB scale in isolation, overall
model fit and internal consistency was greatly compromised. Therefore, all original 23
items were retained as scale items for their respective variable.

Table 4.57
Model Fit Indices for Items for Dependent Variables
Statistic

Suggested
Rule of
Thumb

Obtained
Value*

Ȥ2

669.93

Degrees of
freedom

246

Ȥ2 Sig. (Joreskog
& Sorbom,
2001)
GFI (Joreskog &
Sorbom, 2001)

p > .05

0.00

> .90

0.90

AGFI(Joreskog
& Sorbom,
2001)
NFI (Bentler &
Bonnet, 1980)

> .80

0.86

> .90

0.89

*Bold values indicate a value that has
exceeded the recommended rule of thumb
for that particular fit index.
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All previously analyzed scale items were aggregated for analysis of the
hypotheses. Each scale was computed by taking the mean of sum of the respective scale
items. Table 4.58 depicts the correlation matrix of the aggregated measures and shows
the descriptive statistics of these measures.

Table 4.58
Correlation Matrix for Aggregated Measures
Mean

Std
Dev

IndMIdI

IndMIdS

OrgMIdI

OrgMIdS

OCB

OCD

ODD

OBMB

(.759)
IndMIdI

6.33

0.89

IndMIdS

4.85

1.05

OrgMIdI

5.7

1.17

OrgMIdS

5.4

1.18

OCB

5.93

1.25

OCD

2.69

1.59

ODD

2.12

1.12

OBMB

1.70

1.03

.55**

(.744)

.41**

.43**

(.907)

.46**

.50**

.71**

(.828)

.56**

.40**

.45**

.45**

(.890)

-.11

-.18*

-.11

-.11

.02

(.825)

-.27**

-.26**

-.25**

-.21*

-.29**

.53**

(.775)

-.27**

-.28**

-.29**

-.32**

-.05

.39**

.44**

(.801)

*Correlation is significant at the .05 level (2-tailed).
**Correlation is significant at the .01 level (2-tailed).
Note: Alpha coefficients are presented on the diagonal

Hypotheses Testing Results
Again, as in study 1, Hypothesis 1-4 were tested using hierarchical polynomial
regression procedures (Edwards, 1994) to explore the extent to which moral identity
congruence was related to each outcome variable. Each outcome was regressed on five
variables (e.g. individual moral identity, organizational moral identity, individual moral
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identity squared, organizational moral identity squared, and the cross product of
individual and organizational moral identity) and scales were midpoint centered to reduce
multicollinearity. The first step of the regression equation included the testing of direct
effects of individual and moral identities. The interaction and squared terms were entered
in the second step. A significant change in R² indicated that a non-linear congruence
effect existed and the natures of the congruence effects were tested with follow up tests
on the response surface. Response surfaces were examined by testing the slopes of
multiple lines. Lines a1 and a3 represent the lines of perfect fit and perfect misfit,
respectively. Lines a2 and a4 represent the curvature of the surface area of lines a1 and a3.
A concave surface is present when the values for each are positive, and a negative value
indicates a convex surface. The significance and direction of a1 and a3 are specifically
important to the investigation of the hypotheses as these values indicate the significance
and direction of slopes of congruence and incongruence in the three dimensional surface
plot.
Each hypothesis was evaluated on each dimension of moral identity, resulting in
two separate regression procedures for each outcome variable. Table 4.59 contains the
results of the polynomial regressions used to test the internalization dimension of
congruence on each of the behavioral outcomes. Similarly, Table 4.60 reports the
regression results of the symbolization dimension of moral identity congruence on each
outcome variable. If significant results were not observed for R2 in step two of each
separate analysis, congruence effects were not present and surface tests were not
conducted as shown in Tables 4.59 and 4.60. Each dimension is discussed below as it
relates to respective hypothesis.
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Hypothesis 1
Hypothesis 1 predicted that strong-strong moral identity congruence is positively
associated with organizational citizenship behaviors. More simply, when the individual
and perceived organization moral identities are similar, individuals will engage in
increased levels of citizenship behaviors.

Internalization
In the first step, both the individual and organizational moral identity
internalization scales were entered. In the second step, the squared terms and the
interaction term was entered. A significant change in R2 from step 1 to step 2 denoted
congruence effects. As shown in Table 4.59, the regression results did not support
congruence effects of moral identity congruence on OCBs (ǻR2 = .03, p>.01). No
further testing was conducted and the hypothesis was not supported.

Symbolization
In the first step, both the individual and organizational moral identity
symbolization scales were entered. In the second step, the squared terms and the
interaction term was entered. A significant change in R2 from step 1 to step 2 denoted
congruence effects. As shown in Table 4.60, the regression results did not support
congruence effects of moral identity congruence on OCBs (ǻR2 = .03, p>.01). No
further testing was conducted and the hypothesis was not supported.
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Hypothesis 2
Hypothesis 2 predicted that moral identity incongruence with strong individual
moral identity is positively associated with constructive deviant behaviors. Specifically,
in instances where the individual has a strong moral identity and perceives the
organization as having a weak moral identity, increased levels of constructive deviant
behaviors will be observed.

Internalization
In the first step, both the individual and organizational moral identity
internalization scales were entered. In the second step, the squared terms and the
interaction term was entered. A significant change in R2 from step 1 to step 2 denoted
congruence effects. As shown in Table 4.59, the regression results did not support
congruence effects of any kind, specifically moral identity incongruence (based on strong
individual moral identity) on constructive deviant behaviors (ǻR2 = .02, p>.10). No
further testing was conducted and the hypothesis was not supported.

Symbolization
In the first step, both the individual and organizational moral identity
symbolization scales were entered. In the second step, the squared terms and the
interaction term was entered. A significant change in R2 from step 1 to step 2 denoted
congruence effects. As shown in Table 4.60, the regression results do not support
congruence effects of any kind, specifically moral identity incongruence (based on strong
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individual moral identity) on constructive deviant behaviors (ǻR2 = .01, p>.10). No
further testing was conducted and the hypothesis was not supported.

Hypothesis 3
Hypothesis 3 predicted that moral identity incongruence with strong
organizational moral identity is positively associated with destructive deviant behaviors.
Simply, in instances where the organization has a strong moral identity and the individual
does not, increased levels of destructive deviant behaviors will be observed.

Internalization
In the first step, both the individual and organizational moral identity
internalization scales were entered. In the second step, the squared terms and the
interaction term was entered. A significant change in R2 from step 1 to step 2 denoted
congruence effects. As shown in Table 4.59, the regression results supported congruence
effects on destructive deviant behaviors (ǻR2 = .06, p<.05). However, the nature of the
congruence effects must be determined for support of the hypothesis. Surface tests were
next conducted on the lines of perfect fit (I = O) and misfit (I = -O). A significant and
negative value for a3 is needed to provide support for hypothesis 3, whereas higher
outcomes are associated with the organization value increasing and the individual value
decreases. Contrary to the hypothesized relation, the observed slope was not significant
(-0.06 t = 0.15, p>.10), meaning that the nature of incongruence did not have significant
effects on the outcome variable. Thus, the hypothesis was not supported. The surface
plot depicting the relationship among the internalization dimensions of individual and
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organizational moral identity and destructive deviant behaviors is shown in Figure 4.6.
Further as shown in Figure 4.6, the greatest indicator of destructive deviant behaviors in
this sample appears to be situations of weak-weak moral identity congruence, as a1 is
significant and negative (-.78, t = 3.87, p<.01).
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Figure 4.6 Moral Identity Congruence (Internalization) and Destructive Deviant
Behaviors

Symbolization
In the first step, both the individual and organizational moral identity
symbolization scales were entered. In the second step, the squared terms and the
interaction term was entered. A significant change in R2 from step 1 to step 2 denoted
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congruence effects. As shown in Table 4.60, the regression results did not support
congruence effects of any kind, specifically moral identity incongruence (based on strong
individual moral identity) on destructive deviant behaviors (ǻR2 = .02, p>.10). No
further testing was conducted and the hypothesis was not supported.

Hypothesis 4
Hypothesis 4 predicts that weak-weak moral identity congruence is positively
associated with organizationally benefiting misbehavior. More simply, when the
individual and perceived organization have weak moral identities, individuals will report
engaging in increased levels of organizationally benefiting misbehaviors.

Internalization
In the first step, both the individual and organizational moral identity
internalization scales were entered. In the second step, the squared terms and the
interaction term was entered. A significant change in R2 from step 1 to step 2 denoted
congruence effects. As shown in Table 4.59, the regression results supported congruence
effects of moral identity congruence on OBMB (ǻR2 = .09, p<.01). However, the nature
of the congruence effects must be determined for support of the hypothesis. Surface tests
were next conducted on the lines of perfect fit (I = O) and misfit (I = -O). A significant
and negative value for the slope of a1 is needed to provide support for hypothesis 4.
Indeed, this value was observed when testing the slope of the line of perfect fit (-1.01, t =
5.55, p<.01) and can be interpreted as levels of organizationally benefiting misbehaviors
increase as both individual and organizational ratings are lower. Thus, the hypothesis
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was supported. The surface plot depicting the relationship among the internalization
dimensions of individual and organizational moral identity and organizationally
benefiting misbehaviors is shown in Figure 4.7.
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Figure 4.7 Moral Identity Congruence (Internalization) and Organizationally Benefiting
Misbehavior

Symbolization
In the first step, both the individual and organizational moral identity
symbolization scales were entered. In the second step, the squared terms and the
interaction term was entered. A significant change in R2 from step 1 to step 2 denoted
congruence effects. As shown in Table 4.60, the regression results support congruence
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effects of moral identity congruence on OBMB (ǻR2 = .09, p<.01). However, the nature
of the congruence effects must be determined for support of the hypothesis. Surface tests
were next conducted on the lines of perfect fit (I = O) and misfit (I = -O). A significant
and negative value for the slope of a1 is needed to provide support for hypothesis 4.
Indeed, this value was observed when testing the slope of the line of perfect fit (-.68, t =
5.01, p<.01) and can be interpreted as levels of organizationally benefiting misbehaviors
increase as both individual and organizational ratings are lower. Thus, the hypothesis
was supported. The surface plot depicting the relationship among the internalization
dimensions of individual and organizational moral identity and organizationally
benefiting misbehaviors is shown in Figure 4.8.
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Figure 4.8 Moral Identity Congruence (Symbolization) and Organizationally Benefiting
Misbehavior
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Table 4.59
Polynomial Regression Results for Internalization Dimension of Moral Identity
Congruence and Outcome Variables
Regression Coefficients (beta)
OCD
ODD
OBMB

OCB
Constant
Individual Moral Identity
Organizational Moral
Identity
Ind Moral Identity squared
Ind Moral Id * Org Moral
Id
Org Moral Identity squared

3.24***
-0.41
-0.20

3.31***
-0.42*
-0.36*

2.77***
-0.53**
-0.48**

0.01
-0.13

0.09
0.02

0.02
0.20**

0.07
0.17**

-0.13**

0.02

-0.14**

-0.05

0.40***

0.03

0.15***

0.20***

0.03

0.02

.06**

0.09***

-0.78***

-1.01***

a2

0.08

0.19

a3

0.06

0.05

a4

-0.32*

-0.14

R2
ǻ R2
Surface tests:
a1

3.72***
0.68***
0.37*

N =143, *p<.10: **p<.05: ***p<.01
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Table 4.60
Polynomial Regression Results for Symbolization Dimension of Moral Identity
Congruence and Outcome Variables
Regression Coefficients (beta)
OCD
ODD
OBMB

OCB
Constant
Individual Moral Identity
Organizational Moral
Identity
Ind Moral Identity squared
Ind Moral Id * Org Moral
Id
Org Moral Identity squared
R2
ǻ R2
Surface tests:
a1

5.01***
0.40***
0.42***

2.84***
-0.27
-0.16

2.50***
-0.34***
-0.09

1.99***
-0.31***
-0.37***

0.07
-0.19**

0.09
-0.10

-0.01
0.13

0.14**
-0.03

0.04

0.10

-0.05

0.09

0.27***

0.05

0.09**

0.22***

0.03

0.01

0.02

0.09***
-0.68***

a2

0.20***

a3

-0.06

a4

0.26***

N =143, *p<.10: **p<.05: ***p<.01
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Table 4.61
Study 2 Hypothesis Summary
Hypothesis

Results

H1

Strong-Strong Moral Identity Congruence is
positively associated with OCBs

Not Supported

H2

Moral Identity Incongruence with Strong
Individual Moral Identity is positively
associated with constructive deviant behaviors

Not Supported

H3

Moral Identity Incongruence with Strong
Organizational Moral Identity is positively
associated with destructive deviant behaviors

Not Supported

H4

Weak-Weak Moral Identity Congruence is
positively associated with organizationally
benefiting misbehavior.

Supported

Chapter Summary
The purpose of this chapter was to present a statistical analysis of the data and
empirical results of the dissertation hypotheses. The results presented suggested that
moral identity congruence had a limited impact on the collection of outcome variables
investigated. However, for the case of organizationally benefiting misbehavior,
significant results were found in each test, fully supporting the hypothesis that a weakweak moral identity congruence is positively related to organizationally benefiting
misbehaviors. In sum, only one of the four research hypotheses was fully supported as
summarized in Table 4.63.
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Table 4.62
Hypothesis Summary
Hypothesis

Study 1 Results

Study 2 Results

Partially Supported

Not Supported

Not Supported

Not Supported

Not Supported

Not Supported

Supported

Supported

Strong-Strong Moral Identity Congruence
is positively associated with OCBs
H1

H2

H3

H4

Moral Identity Incongruence with Strong
Individual Moral Identity is positively
associated with constructive deviant
behaviors
Moral Identity Incongruence with Strong
Organizational Moral Identity is positively
associated with destructive deviant
behaviors
Weak-Weak Moral Identity Congruence is
positively associated with organizationally
benefiting misbehavior.
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CHAPTER V
RESEARCH CONCLUSIONS

The purposes of this chapter are to present and discuss conclusions resulting from
the empirical testing of the hypotheses in the previous chapter. Specifically, the
discussion will include: 1) specific results of hypotheses; 2) limitations of the current
research; 3) contributions to the literature and recommendations for future research based
on the findings herein this dissertation; and 4) conclusion.

Discussion of Results
This dissertation draws upon theories of identity, social identity, and
organizational identity, as well as recent work on individual moral identity, to discuss the
relationship between one’s own moral identity and the perceived moral identity of the
organization. Specifically, the purpose of this dissertation was to develop a theoretical
framework to how the interaction of one’s moral identity and that of the organization
interact to differentially impact productive and counterproductive behaviors in
organizations.
From this, two general research questions were formulated. First, does moral
identity congruence (incongruence) between an individual and an organization lead to
favorable (unfavorable) attitudinal and behavioral outcomes in the organization? Second,
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does the interactive effect of individual and organizational moral identity lead to different
behavioral outcomes based on the type of congruence/incongruence of moral identity?
Through these research questions, a set of hypotheses was constructed, following past
relative research. Two separate samples were collected to tests the hypotheses and the
degree to which the research questions presented were adequately assessed. A detailed
explanation of the results for each hypothesis is discussed below.

Hypothesis 1: The relationship between strong-strong moral identity congruence
and OCBs
Results of the analysis yielded partial support that moral identity congruence was
indeed related to levels of organization citizenship behaviors. Specifically, Hypotheses 1
stated that strong-strong moral identity congruence is positively associated with
organizational citizenship behaviors. In the case of the internalization dimension of study
1 where significant results were observed, at higher levels of which the individual and
perceived organization moral identities are alike (e.g. I=7, O=7), individuals reported
engaging in increased levels of citizenship behaviors.
One interesting finding in the supported hypothesis was that moral identity
congruence was not the only significant predictor of OCBs. The line of misfit yielded
negative and significant linear results, meaning that higher levels of organizational moral
identity paired with lower levels of individual moral identity lead to increased citizenship
behaviors. Taken together, the results indicate that regardless of levels of individual
moral identity, as levels of organizational moral identity increase so do OCBs.
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These results are consistent with prior work conducted on ethical context and
outcomes. Ethical culture has been defined as a segment of organizational culture that
affects employees’ ethical behavior through formal and informal systems of behavioral
control (Trevino, 1990). As these formal and informal structures support ethical conduct,
individual ethical behavior is more common (Trevino et al., 1998). Ethical work climates
show an agreed perception of ethical behavior and thus guide the decision process. Work
climates are characterized along three ethical criteria of moral judgment: egoism,
benevolence, and principle and three loci of analysis: individual, local, and cosmopolitan
(Victor & Cullen, 1988). Further, the nature of perceived ethical climate in organizations
has been shown to impact organizational members’ attitudes and behaviors. Climates
emphasizing benevolence or principle lead to organizationally desired outcomes (e.g.
Barnett & Vaicys, 2000; Cullen, Parboteeah, & Victor, 2003; Fritzsche, 2000; Ruppel &
Harrington, 2000). Future research should investigate organizational moral identity on
multiple outcome variables.

Hypothesis 2: The relationship between moral identity incongruence with strong
individual moral identity and constructive deviant behaviors
Results of the analysis failed to yield support that moral identity congruence
(incongruence) was indeed related to levels of constructive deviant behaviors.
Specifically, Hypothesis 2 stated that moral identity incongruence with strong individual
moral identity is positively associated with constructive deviant behaviors. No
significant results were observed in either study on either dimension of moral identity
congruence.
181

Bennett and colleagues (2005) suggested that higher levels of moral identity will
act as regulatory mechanisms resulting in the likelihood individuals will violate socially
deviant organizational norms. As shown by Reynolds and Ceranic (2007) strong moral
identity was related to lower levels of immoral behavior (cheating) among students. In
line with prior research, it was hypothesized that individuals with higher regards for the
moral self in organizations lacking moral identity will engage in constructive deviant
behaviors. However, these relationships were not observed in this study. Further, in
study 2, minimal significant correlations were present between constructive deviant
behaviors and the other study variables.

Hypothesis 3: The relationship between moral identity incongruence with strong
organizational moral identity and destructive deviant behaviors
Results of the analysis failed to yield support that moral identity congruence
(incongruence) was indeed related to levels of constructive deviant behaviors.
Specifically, Hypothesis 3 stated that moral identity incongruence with strong
organizational moral identity is positively associated with destructive deviant behaviors.
Significant results of congruence were present for the internalization dimension of moral
identity congruence across both samples, but did not support the relationship
hypothesized. The greatest predictor of destructive deviant behaviors in this study was
situations of weak-weak moral identity congruence. In that, as both individual and
organizational moral identities decreased, destructive deviant behaviors increased.
However, analogous to the results for OCBs in study 1, organizational moral
identity has a similar impact on the relationship with destructive deviant behaviors (albeit
182

in the opposite direction). Due to the nature of the significant results of both lines of
perfect fit and misfit, it can be interpreted that regardless of levels of individual moral
identity, as levels of organizational moral identity increases, destructive deviant
behaviors decrease. Again, future research is warranted to more fully investigate the
specific effects of organizational moral identity on outcome variables in organizational
settings.

Hypothesis 4: The relationship between weak-weak moral identity congruence and
organizationally benefiting misbehaviors.
Results of the analysis yielded support for the relationship of moral identity
congruence and organizationally benefiting misbehaviors across both dimensions of both
studies. Specifically, Hypothesis 4 stated that weak-weak moral identity congruence is
positively associated with organizationally benefiting misbehavior. Therefore, at lower
levels of which the individual and perceived organization moral identities are alike (I=1,
O=1), individuals reported engaging in increased levels of organizationally benefiting
misbehaviors.
The notion of weak-weak moral identity leading to organizationally benefiting
misbehaviors borrows from two theoretical perspectives. First, the congruence effect
relates to work done in identification and person-organization fit, as Chatman (1989: 339)
“as the congruence between the norms and values of organizations and the values of
persons.” Dutton et al. (1994) propose that the greater the degree of consistency between
how a member defines him or herself and how he or she perceives the identity of the
organization directly impacts the strength of a member’s organizational identification.
183

Thus identification should lead to cohesion, cooperation, altruism, and overall positive
evaluations of the organization (Ashforth & Mael, 1989). Therefore, in situations of
congruence (high or low), individuals may feel compelled to act in the best interests of
the organization, as the perception of the organization is self-defining.
Secondly, organizationally benefiting misbehaviors are acts tend to violate some
over arching social norm. Even as an individual may strongly identify with an
organization, the regulating mechanism of moral identity may inhibit one from engaging
in such behaviors. However, when the self importance of moral identity is low
(compounded with an organization that is perceived as low), this presents an ideal
situation for such behaviors to occur.
However, as the theoretical support for this hypothesis rests partially in the notion
of identification, one troublesome area in need of further investigation is the significant
results for weak-weak moral identity congruence on destructive deviant behaviors, as
well as organizationally benefiting misbehaviors. Any affective attachment to the
organization, such as identification, fit, or congruence should discourage harmful
behaviors directed towards the organization as individuals derive a sense of self from that
respective organization. Further, in the case of this study a congruence based on low
importance of moral identity may encourage behaviors that are deemed deviant by
society, but protect or defend the standing of the organization as a whole.

Research Limitations
As with nearly any research endeavor, several limitations are present in the
dissertation. Some of the limitations are a function of the specific research design
184

employed, while other limitations concern the methodological approach for
measurement.
First, the design of the study was cross-sectional in nature, not allowing for
prediction of causality. Specifically, both survey instruments (for study 1 and study 2)
captured all constructs of interest at a single point-in-time. It is possible that consistency
effects may have lead to significant findings that are just a function of common method
bias. Significant causal effects are indirect as relationships were measured at the same
time, using the same instrument. Future research should address this limitation by
employing a multi-trait, multi-method methodological approach, to lessen the common
method effects of the construct relationships. Further, longitudinal research on the
behavioral outcomes of moral identity congruence could identify specific points in time
when an individual’s ethical attachment to an organization (moral identity congruence)
directly influences subsequent behaviors and the decision making process in an
organizational setting.
Secondly, there are a few limitations regarded the samples used in this
dissertation. The sample for study 1 consisted of active fraternity and sorority members
on the MSU campus. Organizational members were contacted via email asking for
participation in the survey. However, due to the policies of IRB, potential subjects were
not allowed contact by the primary researcher. The invitations were sent through the
office of Greek Life. Due to the nature of the survey questions, members may have been
more hesitant to answer the survey items honestly or worse, not participate at all. Also,
this increased the opportunity for non response bias. Those members who voluntarily
participated were inherently engaging in citizenship behaviors, which may have
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contributed to overall response patterns and elevated scale means. Further, since the
survey invitations were delivered via email and the collection period lasted several
weeks, control was lost over the settings in which respondents filled out the survey
instruments. The Greek sample offered multiple potential advantages as a survey sample,
but future studies using this sample may consider a paper and pen survey administered to
all active members at a mandatory function, such as a chapter meeting.
Study 2 focused on restaurant workers. This sample was solicited due to the fact
that employees would ideally have the opportunity to engage in each set of behaviors at
work. Surveys were administered to all employees on site at one time, reducing some of
the issues in study 1. However, this sample presents its own unique set of limitations.
Sample size for this study presented a limitation. Even as the sample size met the criteria
for medium effects as calculated by G*Power, a large sample may have produced more
fruitful results. Also, a larger sample would have allowed to better segment respondents.
Specifically, the nature in which the behavioral items are constructed asks respondents
how often they have engaged in behaviors within the past year. The troublesome area
with this sample is that not all employees have been with the organization for a year
(mean tenure = 14.36 months). This issue could be addressed in a couple ways for future
research. First, a large sample could be collected and filter results based on the criteria
that employees must have been with the company for a minimum of twelve consecutive
months. Secondly, the anchors and question wording for the behavioral measures could
be adapted to elicit behavioral patterns at the current time or in a more compressed
period.
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Third, the research concerning both organizational moral identity and moral
identity is completely new to the literature. The research of congruence effects of
individual and organizational moral identities is in the infancy phase at best. To my
knowledge this was the first study to not only study the notion of organizational moral
identity, but the congruence effects. Further exploratory research should be conducted to
investigate the nomological net of these constructs. Also, the empirical research on
organizationally benefiting misbehaviors is still in the infancy stage. Significant results
were found in this study supporting the hypothesis dealing specifically with OBMB, but
future studies need to explore other potential relationships and antecedents.

Contributions to Literature and Future Research
This research provides several important contributions to the areas of moral
identity and behavioral outcomes in organizations. First, the dissertation extends the
notion of individual moral identity as conceptualized by Aquino and Reed (2002) to the
organizational level. Further, the two conceptualizations of moral identity were theorized
and testing for their congruence effects. The new construct of organizational moral
identity showed significant relationships across the studies. This has implications for
researchers and practitioners alike, as the perceived notion of an organizational moral
identity positively associated with favorable organizational behaviors and negatively
associated with potentially detrimental actions.
Overall, only one of the four research hypotheses garnered full support for both
dimensions of moral identity congruence across both samples. However, the supported
hypothesis dealt specifically with the newly created measure of organizationally
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benefiting misbehavior. This specific type of behavior in organizations has received little
empirical attention relative to other forms of behaviors. This study, over 2 samples,
provides evidence for the antecedent of a weak-weak form of moral identity congruence
influencing OBMB. As the scale measurement of organizationally benefiting
misbehaviors is new to the literature, future work should aim to validate this construct
and extend its nomological network.
As noted, this study extends previous work in moral identity research and the
results lend credence to the potential influence of organizational moral identity. Even as
limited support was found for the hypotheses, the effects of individuals’ perceptions of
their respective organization’s moral identity were shown to have significant effects on
the proclivity of both positive and negative organizational behaviors. As noted, previous
work in the ethical context of organizations has found consistent results. (e.g. Barnett &
Vaicys, 2000; Cullen, Parboteeah, & Victor, 2003; Fritzsche, 2000; Ruppel &
Harrington, 2000; Trevino et al., 1998).
Future empirical work may focus specifically on the effects of an organization’s
moral identity on attitudinal and behavioral outcomes. For both OCBs and destructive
deviance, the perceived moral identity of the organization was a significant influence,
regardless of the moral identity of the individual. These initial results portray OMI as
potential significant influence on individuals’ behaviors at work and future work should
aim to validate these findings.
Also, future work may look to see if and organization’s moral identity is indeed a
better predictor of outcome variables than related constructs. Organizational moral
identity is differentiated from other ethical contextual variables in that OMI incorporates
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the internalized aspects of the organization (e.g. culture, climate) with the projected
symbolic features (i.e. image) to embody an identity of a moral nature.
As shown in the results of hypothesis 2, constructive deviant behaviors had no
relationship with moral identity congruence. The decision to engage in constructive
deviance has a distinct ethical component, as the individual must decide to violate
organizational norms or policies in order to accommodate an over arching value set.
Future research should further investigate the relationship between an individual’s moral
identity, the perceived moral identity of the organization, and constructive deviant
behaviors. Also, other occupations in other industries may lend themselves more
available for individuals to engage themselves in such behaviors. Research should be
extended to other settings that may more fully accommodate constructive deviant
behaviors.
In sum, future research should attempt to remedy some of the limitations brought
forth in this study and replicate the hypotheses presented. The study of moral identity
congruence is new to the literature, and various methodological approaches should be
explored to and supplement the findings herein. Further, samples that presented fewer
opportunities for biased responses and availability of engagement of the behavioral
outcomes over a longer span should produce more robust results. Finally, a longitudinal
study would enhance the directionality of the proposed relationships.

Conclusion
In sum, this dissertation hopefully has expanded and furthered both literatures
regarding moral identity and deviant or counterproductive behaviors in organizations.
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Individual moral identity is a potentially important component of one’s self concept and
has been shown empirically to be a significant predictor of ethical or unethical behavior.
Although less attention has been directed toward the organization member’s perception
of the moral identities of the organizations in which they work, this dissertation suggested
not only that organizations indeed have moral identities, but that the organization
member’s perception of organizational moral identity has an impact on his or her
productive and counterproductive organizational behaviors. Further, the congruence of
an individual’s and organization’s moral identity was shown to be a significant predictor
of behavioral outcomes. Much of the results of this research are relatively new to the
literature and much more focus and empirical testing is needed to further the ideas
brought forth in this dissertation.
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